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ABSTRACT 
The purpose of this study was to examine whether three custodial groups in the same 
organization differ in their behavioral norms and shared values, and, if so, to what extent do 
these differences impact organizational commitment. Two major questions were of concern; 
(a) whether there were any differences in the perceptions of three custodial groups of their 
behavioral norms and shared values at the workplace; and (b) whether there were any 
relationships between these two components of organizational culture and organizational 
commitment of the custodians. 
A survey was administered to 63 custodians in the Residence department of a land-
grant university. The custodians were located in three different workplaces and belonged to 
three different supervisory teams. The instrument used was a questionnaire developed using 
three different existing instruments to assess custodians' perceptions about behavioral norms 
using the Kilmann-Saxton Culture Gap Survey (KSCG, 1983); shared values using the Survey 
of Organizations (SOO) by Taylor and Bowers (1972); and organizational commitment using 
the Organizational Commitment Questionnaire (OCQ) by Mowday, Steers, and Porter (1979). 
Data were analyzed by means of oneway ANOVA to determine differences between 
the three custodial groups in their perceptions about behavioral norms, shared values, and 
organizational commitment. T-tests were performed to determine differences between 
custodial groups as it relates to different selected elements of demographics. Pearson 
correlation was used to determine relationships between behavioral norms and organizational 
commitment, and between shared values and organizational commitment. 
ix 
Findings are discussed based on the specific research questions. Among other 
outcomes, it was concluded that all three groups reported similar perceptions about behavioral 
norms and shared values. It was also concluded that all three groups reported a strong 
commitment to their organization. Implications for the Residence department are also 
discussed. 
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CHAPTER 1. INTRODUCTION 
Background 
Many organizations are faced with a huge challenge to improve their effectiveness in 
order to compete in today's global economy. The desire to improve effectiveness has 
stimulated many studies in the field of organizational culture and particularly on the type of 
culture necessary for success. Organizational culture became a hot topic for research in the 
1980s. The great interest in the concept was partly due to the notion that culture has a 
powerful impact on the organization's outcomes (Deal & Kennedy, 1982) and its success 
(Kilmann, 1984). Ouchi (1981) claims that organizational culture plays an important role in 
developing and maintaining high levels of dedication among employees that often characterize 
successful organizations. Many researchers claim that organizational culture could increase 
organizational effectiveness (Deal & Kermedy, 1982; Kotter & Heskett, 1992; Ouchi, 1981; 
Peters & Waterman, 1982; Schein, 1985a); motivation and involvement (Farrell & Rusbult, 
1981; Stumpf & Hartman, 1984); loyalty (O'Reilly & Caldwell, 1980; Porter, Steers, 
Mowday, & Boulian 1974); and organizational conmiitment (Nystrom, 1990) especially when 
it is widely shared by its members and directs behavior in the right direction to achieve the 
organization's goals. 
An important organizational culture outcome is organizational commitment which also 
received equal attention fi^om researchers. Many researchers consider it an antecedent of work 
behaviors and outcomes (Mowday, Steers, & Porter 1979) and suggest a positive correlation 
exists between organizational commitment and motivation, loyalty, and prosocial behaviors 
(Nystrom, 1990; O'Reilly & Caldwell, 1980; O'Reilly & Chatman, 1986; Porter et al., 1974). 
2 
Statement of the Problem 
Research has shown that multiple subcultures exist in large organizations due to 
differences in physical proximity, working environment, and management styles (Brown, 
1995; Kilmann, 1985, 1989; Trice, 1993); and that members of these subcultures may not 
share the same values and normative behaviors that guide their actions and attitudes. This 
might impact their organizational commitment at different levels which in turn will influence 
their organizational outcomes such as performance. 
However, no studies have been done examining organizational culture differences that 
might exist among the custodial groups at a land grant university. Examining the similarities 
and differences in their perceptions of the organization's values, expectations and norms of 
behavior and the impact it might have on their organizational commitment. Are work values 
widely shared by members across all locations? Research shows that widely shared work 
values are an indication of a strong culture that increases employee's organizational 
commitment (Robbins, 1987). Research also shows that employees' commitment affects how 
well the organization performs in various ways. Do members of these groups have similar or 
different organizational commitment? What is the relationship between the groups behavioral 
norms and its organizational commitment? And, what is the relationship between the groups' 
shared values and its organizational commitment? 
The lack of research studies and empirical data to explain the nature and degree of 
relationships between various elements of organizational culture on one hand and the 
components of organizational commitment on the other limits our understanding of these two 
important concepts in relation to this organizational setting. Research indicates that a better 
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understanding of these concepts enhances the ability of the organization to improve its 
outcomes by reinforcing the desired norms and values at the workplace. 
Purpose of the Study 
The custodial workers of the Residence Department at a land-grant university were 
divided into three distinct groups, each with a different supervisory team, and located in a 
different physical proximity. All belonged to the same organization and had the same job 
description and compensation. 
The purpose of this study was to examine whether the three custodial groups in the 
same organization differ in their behavioral norms and shared values. And, if so, to what 
extent do these differences impact organizational conunitment? 
Research Questions 
1. Are there significant differences (p < .05) among the three custodial groups in their 
perceptions of behavioral norms? 
a. "Task support" norms 
b. "Task innovation" norms 
c. "The social relationship" norms 
d. "The personal freedom" norms 
2. Are there significant differences (p < .05) among the three custodial groups in their 
perceptions of shared values? 
a. "Organizational climate" 
b. "Job design" 
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c. "Supervisory leadership" 
d. "Peer leadership" 
3. Are there significant differences (p < .05) among the three custodial groups in their 
organizational commitment? 
a. "Intent to stay" 
b. "Motive to perform" 
c. "Value agreement with the organization" 
4. Is there a significant relationship between behavioral norms and organizational 
commitment for each custodial group? 
5. Is there a significant relationship between shared values and organizational commitment 
for each custodial group? 
6. Are there significant differences (p <.05) between selected demographic characteristics 
in theu" perceptions of behavioral norms, shared values, and organizational commitment? 
Significance of the Study 
The findings of this study may contribute to the organizations' ability to identify its 
own subcultures and understand the implications of those subcultures on employees' 
commitment. As a result, the organization could implement needed changes such as 
introducing new shared values and behavioral norms that might facilitate its long-term success 
and well-being. Also, the feedback generated by the survey may provide members of the 
organization with a firamework for discussing current behavioral expectations, identifying 
values and norms that would be more conducive to performance and proposing changes to 
communicate and reinforce the preferred values and norms. 
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Assumptions of the Study 
The study was based on the following assumptions: 
1. Employee responses will be honest and accurate when answering the questionnaire 
items. 
2. Employee perceptions will yield useful and valid information to all departments and 
organizations concerned. 
3. The methods used to gather and evaluate the responses will yield useful data. 
Limitations of the Study 
The following are limitations of the study: 
1. The scope of this study is limited to three workplaces within an organization located 
within a geographically accessible location whose employees volunteer to participate. 
2. The information obtained is limited to that obtained from the questionnaire items. 
3. The findings of this study may not be a reflection of custodial employees in other 
organizations. The results can be generalized only to custodial employees at this 
organization because of the small sample size that was used in this study. However, 
implications of this study may be useful to other departments, organizations, and 
professions. 
Operational Definitions 
Organizational Culture: The set of beliefs and values; expectations and norms of behavior 
that are shared by members of an organization. Throughout this study, other terms will be 
used that carry the same meaning such as dominant culture, and homogeneous culture. 
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Subculture: A culture that is separate from the dominant culture and exists in a department, 
work group, or geographical location. It includes the core values of the dominant culture plus 
additional values unique to its members. 
Organizational Commitment: The strength of members' identification with and involvement in 
t h e i r  o r g a n i z a t i o n  o r  d e p a r t m e n t .  T h e  c o m m i t m e n t  i s  r e p r e s e n t e d  b y  t h r e e  c o m p o n e n t s ;  ( I )  
intent to stay; (2) motive to perform; and (3) value agreement with the organization. 
Strong Culture: A culture that reinforces organizational goals and strategies, and carries 
norms of behavior that are beneficial to the organization. It has a high degree of shared 
values among members of the organization, the department, or work group. 
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CHAPTER!. LITERATURE REVIEW 
In this chapter theories and research studies related to organizational culture and 
organizational commitment will be discussed. Definitions of culture and organizational culture 
will be first presented and then two major components of organizational culture -values and 
norms- will be explained. To fully understand organizational culture, a discussion about the 
types of culture that are present in organizations will be introduced. 
Because organizations usually have multiple subcultures in addition to a dominant 
culture, it will be helpful to introduce the factors that contribute to the creation and 
development of subcultures, as well as the different types of subcultures that might exist 
within an organization. The degree to which culture might influence organizational outcomes 
depends to some extent on the strength of that culture. Therefore, the concept of strong 
cultures will be defined and introduced. 
Culture 
What is culture? The notion of culture is often associated with far away, strange, and 
different people, and their strange traditions, ceremonies, rituals, and myths. It is also often 
associated with human patterns of behavior which may cause disastrous consequences for an 
outsider who fails to understand. (Pedersen & Sorensen, 1989). 
The American heritage dictionary (1976) defined culture as: 
The totality of socially transmitted behavior patterns, arts, beliefs, institutions, 
and all other products of human work and thought characteristic of a 
community or population; a style of social and artistic expression peculiar to a 
society or class, (p. 321) 
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Baba (1993) defined culture as; "... a set of shared assumptions, beliefs and values that are 
linked to and support a related set of social behaviors, roles and relationships" (p. 44). 
Culture is produced by a group of people interacting with each other; it is not the 
product of individuals. It can be understood as a set of meanings and solutions devised and 
shared by a group of people to meet specific needs and solve specific problems. These 
meanings and solutions must be collectively accepted, practiced, and expressed by the group 
to be considered part of a culture, and they will be passed on to new members to assist them 
in solving similar problems in the fixture. To belong to a culture a person must believe and do 
what others in the group believe and do. (Louis, 1985; Trice & Beyer, 1992; Van Maanen & 
Barley, 1985). 
Pheysey (1993) claimed that the culture of any society can be expressed in art as well 
as in how the society solves its survival problems. In addition, the cultural patterns of 
societies can be matched by the cultural patterns of organizations. 
There are two groups of culture definitions. While the first views culture as patterns 
of beliefs, values, norms, symbols, and ideologies, the second views culture as the complete 
way of life of any group of people and their interpersonal interactions as well as their attitudes 
(Denison, 1990; Thompson, EUis, & Wildavsky, 1990). 
Organizational Culture 
The concept of organizational culture is of recent origin that became widespread 
and an important focus in the study of organizational life (Schein, 1990). It is now firmly 
established that culture is an important and relevant concept which is useful in understanding 
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what makes organizations both effective and distinctive. As a management concept, it is 
controversial and little imderstood. It is also a complex and pervasive part of any working 
environment. While there does not seem to be a consensus as to what culture is and how 
pervasive it is within an organization, there is a general agreement that culture is a major force 
affecting employee behavior and organizational effectiveness (BCilmann, Saxton, & Serpa 
1985; Marcoulides & Heck, 1993; Schein, 1985a, 1990). 
There are various ways and considerable disagreement about how organizational 
culture can be defined. Definitional precision seldom has been an outstanding feature of the 
organizational culture literature, but a clear convergence of definitions exists. Definitions 
range fi^om a culture as a single component to culture as a holistic phenomenon including 
meanings, values, norms, myths and routines, rites and rituals, ceremonies, or a set of basic 
assumptions. Basically, no universally accepted definition of organizational culture exists 
(Peters & Waterman, 1982; Sackmann, 1991). 
Hofstede, Neuijen, Ohayv, and Sanders (1990) noted that many of the diverse 
perspectives about organizational culture share the following assumptions: 
. . .  t h a t  t h e y  a r e  r e l a t e d  t o  h i s t o r y  a n d  t r a d i t i o n ,  h a v e  s o m e  d e p t h ,  a r e  d i f f i c u l t  
to grasp and account for, and must be interpreted; that they are collective and 
shared by members of groups and primarily ideational in character, having to 
do with values, understandings, beliefs, knowledge, and other intangibles; and 
that they are holistic and subjective rather than strictly rational and analytical. 
(p . 2) 
Culture forms when a group of people learns over a period of time how to solve its 
own problems of external environment and internal integration and produce behavioral norms 
that are adopted and then become characteristic of that particular group (Frost, Moore, Louis, 
& Lundberg 1985; Owens, 1987; Schein, 1985a, 1990; Smith, 1995). 
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Brown (1995) defined organizational culture as: 
. . .  t h e  p a t t e r n  o f  b e l i e f s ,  v a l u e s  a n d  l e a r n e d  w a y s  o f  c o p i n g  w i t h  e x p e r i e n c e  
that have developed during the course of an organization's history, and which 
tend to be manifested in its material arrangements and in the behaviors of its 
members, (p. 8) 
Culture, therefore, is based on the group's social learning as a unit over the course of 
its history. It is an outcome of the group learning experiences. Once a group acquires a 
history, it also acquires a culture (Schein, 1985b, 1987). 
Schein (1985a) defined organizational culture as; 
. . .  a  p a t t e r n  o f  b a s i c  a s s u m p t i o n s - i n v e n t e d ,  d i s c o v e r e d ,  o r  d e v e l o p e d  b y  a  
given group as it learns to cope with its problems of external adaptation and 
internal integration-that has worked well enough to be considered valid and, 
therefore, to be taught to new members as the correct way to perceive, thinlc^ 
and feel in relation to those problems, (p. 9) 
Culture is the invisible force and the social energy that creates actions in organizations 
and provides meanings, direction, and rules of behavior for members of the organization 
(Davis, 1984; Kilmann, 1989). It is a hidden system that influences employees' behavior in the 
workplace, and the social glue that holds an organization together (Deal & Kennedy, 1982). 
In this sense, culture may contribute to the avoidance of fi"agmentation, tension, and conflict in 
organizational life (Alvesson, 1993; Baker, 1980; Martin, 1992 Siehl & Martin, 1984). 
According to Dixon (1994), an organization's culture is the set of collective structures 
of meanings that are used by members of an organization to understand and explain the nature 
of their world in which they live; give meaning to it, and clarify the ambiguous, control the 
uncontrollable as well as predict the uncertain. It influences the way group members feel and 
think about the world and their relation to it. 
11 
Culture refers to a content (shared values, norms, understandings, and artifacts), a 
group; and the relationship between the group and the content which is specific and peculiar 
to the group (Kilmann et al., 1985). Organizations develop and maintain unique systems of 
norms, beliefs, and values of their own (Pedersen & Sorensen, 1989). Uttal (1983) defined 
culture as: "... a system of shared values (what is important) and beliefs (how things work) 
that interact with a company's people, organizational structure, and control systems to 
produce behavioral norms" (p. 66). 
Culture may manifest itself into a number of different elements: norms, beliefs, values, 
basic assumptions, attitudes, heroes, physical and social environment; rituals, and symbols 
(Brown, 1995; Denison, 1990; Hofstede et al., 1990; Schein, 1985a). Symbols are words, 
gestures, pictures, or objects that carry a particular meaning within a given culture. Heroes are 
persons who possess high characteristics and serve as models for behavior. Rituals are 
collective activities that are socially important within the culture. Symbols, heroes, and rituals 
can all be considered as "practices," because they are visible to an observer of the culture. The 
core of culture usually is formed by values, in the sense of broad and nonspecific feelings that 
are often unconscious and rarely discussible (Hofstede et al., 1990). 
Kilmann, Saxton, and Serpa (1986) argue that organizational culture affects 
organizational behavior and performance in three interrelated aspects of impact: 
1. Direction of impact: the course that culture is causing the organization to follow. Does 
culture influence behavior so that organizational goals are accomplished, or does culture 
influence members to behave in a way that are counter to the organization mission and 
goals. Is culture moving the organization in the right direction? 
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2. Pervasiveness of impact: the degree to which culture is shared among members of the 
organization or the work group. Is the culture seen the same way by all members, or is 
the culture seen differently by different members within the organization? If each 
member of the work group will behave in a different way, then the work group will not 
be able to perform as a unit and will be immobilized, therefore, all members of each 
work group must share a common view if the group is to perform effectively. 
3. Strength of impact: the level of pressure that culture exerts on members in the work 
group. Is culture strong enough to dictate certain behaviors on group members? And are 
these behaviors in the right direction-toward the goals of the organization? 
Kilmann (1985, 1989) believes that every organization has a distinctive culture that 
can be adaptive or dysfimctional. An adaptive culture exists when members of an organization 
support each other and work collectively to find workable solutions for all their existing 
problems. Members, in this instance, share a feeling of confidence, enthusiasm and are 
receptive to change. An adaptive culture must be managed and controlled; otherwise, the 
social energy of the organization will eventually steer its members in the wrong directions and 
the culture becomes dysfimctional. 
A culture also can be described as a "good" culture and might have a positive impact 
on an organization when it is widely shared among group members, directs members' behavior 
in the direction of the organization's goals and mission, is receptive to learning, supports 
change, and will adapt and adjust to the needs of both the external and internal environments 
(Kilmann et al., 1986). Wallach (1983) explained that a "good" culture is an effective culture 
that reinforces the mission and goals of the organization. Cooke & Rousseau (1988) argue 
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that an ideal culture is a humanistic, affiliative culture that promotes achievement and self-
actualization thinking and behavioral styles. 
As can be seen from these discussions organizational culture is a system of shared 
values, beliefs, and basic assumptions that produce and shape norms of behavior and establish 
a way of organizational life that binds an organization together. For this research, 
organizational culture refers to a set of shared values and behavioral norms that characterize 
the manner in which custodial groups get things done. The following discussion will explain 
the two major elements of organizational culture-values and norms- and their influence in 
shapmg the type of culture that any organization might have. 
Values 
Values have been defined in various ways by different researchers. According to Sathe 
(1983), values represent an important type of shared understanding in a culture. They create a 
set of appropriate rules of behavior for members of an organization which serves as a social 
glue to hold the organization together (Kilmann, 1984), and keeps every member pulling 
toward a common goal (Deal & Kennedy, 1982; Uttal, 1983). 
Values provide a sense of common direction and guidelines for employees' day-to-day 
activities. If they are strong, then they may capture the employee's attention. Values are not 
written rules, but when choices and decisions have to be made, they are usually guided by 
values (Deal & Kennedy, 1982). 
Values are an individual's convictions, ideas and aspirations. They are the deep-seated 
standards that mfluence many aspects of people's lives, such as commitment to personal and 
organizational goals (Posner, Kouzes, & Schmidt 1985). Brown (1995) argues that values are 
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connected with the moral and ethical codes of any organization. Their moral function leads 
members of the group in how to behave in any given situation. They determine what 
employees think is the right thing to do. Some researchers consider values as a particular sort 
of beliefs. According to Schein (1985a) values may transform into rarely questioned beliefs 
and, ultimately, into basic assumptions (Pedersen & Sorensen, 1989) once they are seen to 
work reliably in solving group problems of external adaptation and internal integration. 
Posner et al. (1985) concluded that a high degree of shared values-the link between 
personal and organizational values- correlate positively with certain feelings and behaviors 
such as organizational commitment, self-confidence, personal success, ethical behavior, less 
personal and job stress, and the increase of members' attachment to the goals and objectives 
of their organization. 
Organizational values have a significant influence on the lives of employees as well as 
their organization's performance and success (Pedersen & Sorensen, 1989; Peters & 
Waterman, 1982). Posner et al. (1985) argue that clearly articulated organizational values do 
significantly affect the organization's performance. Deal and Kennedy (1982) believe that 
values are the foundation of an organizational culture. They are the manifestation of culture 
and not the culture itself (Davis, 1984; Hofstede et al., 1990). They observe that, often times, 
organizations succeed because their employees were able to identify, accept, and act on their 
organization's values. Schein (1985a) believes that values provide principles that guide 
employee behaviors. Organizational values also guide employee choices and provide meaning 
to actions and behaviors (Enz, 1986). 
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Values are long lasting and pervasive in nature, but they are not consistent and 
homogeneous. They vary according to their relative impact on employee behaviors and 
actions and are characterized as being conscious and clearly articulated. They are derived from 
both social and organizational contexts. Values are cultural products that guide our attitudes 
and behaviors. Since they are cultural products, then they are learned and not inherited and are 
capable of being changed (Enz, 1986). In an organization, individuals learn values through 
interaction with one another (Mitroff & Kilmann, 1984). 
There are two types of values: Espoused values, and values-in-use. The espoused 
values are those which reflect attitudes, or beliefs about how things should be. While values-
in-use are the guidelines of behavior for employees (Pedersen & Sorensen, 1989). 
Gregory (1983) found that there are important differences in cultural values between different 
occupations. Different subgroups within an organization may develop their own sets of shared 
values that are different from the values of employees in other work groups within the 
organization because of their physical location (Enz, 1986). Denison (1990) argues that 
agreement on specific values among group members influence the effectiveness of their 
organization. A shared system of beliefs and values widely understood by members of an 
organization has a positive impact on its members' ability to reach consensus and carry out 
coordinated actions. This perhaps explains why an organization's culture affects its 
effectiveness. According to Schein (1985a), all cultural learning reflects the group members' 
original values, or their sense of what ought to be versus of what is. 
The primary designers of an organization's values are the leaders of that organization. 
Their personal and work values and beliefs create, guide, and direct the organization's culture. 
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Leaders' actions emerge from their values which influence the way things are done in the 
organization (Enz, 1986). 
As can be seen, organizational values are instrumental to the success of organizations 
because they guide employee choices for behavior and provide meaning to their actions. The 
success of many organizations can be attributed to the ability of their employees to identify 
with and act upon the organization's values (Deal & Kennedy, 1982). 
Norms 
Norms are the building blocks of organizational culture. They are the elements of 
culture most readily recognizable in all aspects of daily lives. They encompass all behavior that 
is expected, accepted, and supported by the work group, whether the behavior is stated or 
not, members are usually rewarded and encouraged when they follow the norms, and 
confronted and chastised when they violate them (Allen, 1985). Kilmann (1985) believes that 
norms are the crucial dimension of culture, and are considered to be an important and critical 
part of the content of that culture because they tend to regulate and guide much of the day-to-
day behaviors and attitudes of employees. 
Norms are vital to the organization. They are the aspect of culture that has the most 
direct influence on behavior and performance (Cooke, 1989). They describe the attitudes and 
behaviors that members of a work group pressure one another to follow, hence facilitate a 
stable pattern of behavior which provides coherence and structure to the cultural life of an 
organization. Basically, they are the unwritten rules for behavior (Beyer, 1981) which dictate 
what is appropriate and what is not (Brown, 1995). 
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Norms develop over time, and are transmitted from one generation of employees to 
the next using different methods such as rites and rituals. They can be managed and changed 
from being dysfunctional to being adaptive and highly desired (Kilmann, 1985). Norms can be, 
therefore, either positive or negative, helping organizations and employees to accomplish their 
goals, or serve as barriers to personal and organizational growth (Allen, 1985). Kilmann 
(1985) suggested that the requirements for an organization's efficiency, effectiveness, and 
ultimately its success are significantly influenced by its norms. 
Reviewing the literature revealed that behavioral norms are a major manifestation of 
organizational culture. They regulate and guide the daily behaviors of an organization's 
employees. Successful organizations recognize its importance and manage its employee norms 
of behavior to produce adaptive and highly desired norms that are needed to achieve their 
goals. 
Types of Culture 
There are different types of organizational culture. In any organization one or more of 
these types might exist depending on several factors such as the style of management, 
occupations, geographical location, and the size of organisation. 
Harrison (1972) suggested that there are four main types of organizational cultures: 
power culture, task culture, role culture, and person culture. The power culture has a single 
source of power from which influence spreads throughout the organization. The structure of a 
power culture may be seen as a web with control exercised from the center. To be effective, 
power culture depends on trust and personal communication. Resources and charisma are the 
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main bases for authority. Individuals are encouraged to perform their tasks with few questions 
asked. Here there are a few rules and a little bureaucracy. 
The task culture is one in which power is difiused and based on expertise rather than 
position or charisma. Task culture is a team culture that focuses on accomplishing the job in 
hand. The organizing principles in this culture are flexibility, adaptability, individual autonomy, 
and mutual respect. On the other hand, a role culture is a bureaucracy. The strength of a role 
culture lies in its specialties or functions (maintenance, production, purchasing, marketing and 
so forth). Rules and procedures as well as job descriptions dominate the environment of this 
culture. The main problem with this type of culture is that it can be slow to recognize and 
react to change. 
Finally, the person culture exists solely for the individuals who comprise it. It develops 
when a group of people decide that it is in their best interest to organize on a collective basis 
rather than on an individual basis. This is often the case with doctors and lawyers. 
Wallach (1983) believes that there are only three types of culture: bureaucratic, 
innovative, and supportive. The bureaucratic culture is similar to Harrison's role culture in 
which there are clear lines of authority and responsibility; work is systematic and highly 
organized. Wallach believes that this culture is based on control and power. The innovative 
culture has a creative, exciting, and dynamic work environment with stimulation continuously 
present. However, this is not an easy place to work because of the constant pressure to 
innovate and achieve. On the other hand, the supportive culture has a warm and friendly work 
environment in which people are open, and tend to help each other and the organization in 
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what they do. Personal as well as organizational values are constantly promoted in this 
culture. 
Cooke (1989) described three types of culture: 
1. Constructive culture: members are encouraged to interact with each other and approach 
their tasks in ways that help them satisfy their needs. This culture is characterized by 
Achievement and Self-actualization norms of behavior. 
2. Aggressive-Defensive culture: members of this culture approach their tasks in a forceful 
way to ensure their status within the organization. This culture is characterized by 
power, competitive, and perfectionistic norms of behavior. 
3. Passive-Defensive culture: members interact with each other in a way that will not 
threaten their security. This culture is characterized by approval, dependent, and 
avoidance norms of behavior. 
As can be seen organizational culture can come in more than one type of culture. 
Understanding the type or types of culture that exist in any organization will assist 
management in implementing organizational change to best achieve their organization's goals. 
Subcultures 
In addition to a distinctive core culture, organizations usually contain subcultures. 
They have the same elements that cultures have, shared values and norms, yet they differ from 
the main culture in which they are embedded. Most large organizations have a dominant 
culture and multiple subcultures. The dominant culture expresses the core values that are 
shared by the majority of the organization's employees. Subcultures tend to develop in large 
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organizations as a reflection of common problems, situations, or experiences that are faced by 
members of a work group (Gregory, 1983). 
Van Maanen and Barley (1985) defined a subculture as a: 
. . .  s u b s e t  o f  a n  o r g a n i z a t i o n ' s  m e m b e r s  w h o  i n t e r a c t  r e g u l a r l y  w i t h  o n e  
another, identify themselves as a distinct group within the organization, share a 
set of problems commonly defined to be the problems of all, and routinely take 
action on the basis of collective understandings unique to the group, (p. 38) 
Subcultures are usually defined by departmental designations or geographical 
separation. They form because their members interact face to face more fi-equently with one 
another than with other people in the organization. A certain work group, for example, can 
have a subculture that is only shared by members of that group. It will include the unique 
values of that group plus the core values of the dominant culture (Robbins, 1987). Kilmann & 
Saxton (1983) suggest that the group culture which exists within an organization is molded by 
its management, function, discipline, work process, and relationships with other subcultures as 
well as the organization's culture. 
Organizations usually contain subcultures that can be recognized. It is rare that an 
organization possesses a single, homogeneous, unitary culture (Brown, 1995; Enz, 1986; 
Kilmann, 1989; Kotter & Heskett, 1992; Schein, 1985a; Trice, 1993; Trice & Beyer, 1992;), 
therefore, a description of organizations as monolithic cultural entities is incomplete. Van 
Maanen and Barley (1984) argue that: 
. . .  u n i t a r y  o r g a n i z a t i o n a l  c u l t u r e s  e v o l v e  w h e n  a l l  m e m b e r s  o f  a n  o r g a n i z a t i o n  
face roughly the same problems, when everyone communicates with ahnost 
everyone else, and when each member adopts a common set of understandings 
for enacting proper and consensually approved behavior, (p. 37) 
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These conditions usually do not actually exist, but the acknowledgment of multiple 
cultures does not imply that the possible existence of a dominant culture is rejected (Pedersen 
& Sorensen, 1989). These multiple cultures will probably share some elements of the 
dominant culture (Meyerson & Martin, 1987). 
Subcultures are a logical consequence of decentralization (Davis, 1984). Because 
organizations are internally differentiated into smaller units and departments, members of the 
same unit interact with one another more frequently than with other people in the 
organization, thus allowing different subcultures to evolve and develop (Brown, 1995; Trice, 
1993). The differences that exist within the organization as a result of geographical proximity, 
occupation, type of management, and the working environment, all contribute to the creation 
of subcultures (Brown, 1995; Trice, 1993; Trice & Beyer, 1992). 
Trice and Morand (1991) suggest that there are few prominent locations where 
subcultures can arise; (a) occupations; (b) departments; (c) management; and (d) staff units. 
Schein (1985a) states there might be a number of multiple and even conflicting subcultures: 
(a) an occupational culture; (b) a managerial culture; (c) a group culture based on 
geographical proximity. Geographically separated departments are more likely to produce 
their own unique subcultures because members of the same department interact solely with 
each other (Trice, 1993); and (d) a workers' culture based on shared experiences. 
Martin and Siehl (1983) identified three types of subcultures: enhancing, orthogonal, 
and counterculture. In enhancing subcultures, employees adhere strongly to the main values 
and beliefs of the main culture. A lengthy history of employment allows for strong 
commitment to the organization's dominant culture. On the other hand, orthogonal 
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subcultures occur when employees adhere to both cultures, the dominant organizational 
culture as well as another non conflicting separate culture. Meanwhile, a counterculture 
presents a direct challenge to the dominant culture. This subculture presents pockets of 
resistance to top management's views and beliefs, especially when the organization engages in 
some changes. This is usually the case when mergers or acquisitions occur. 
Because subcultures are usually scattered throughout an organization, the members of 
a subculture unit may be inattentive to other subcultures that exist in the organization which 
might cause conflicting relationships (Gregory, 1983; Van Maanen & Barley, 1985) resulting 
in severe problems of cooperation and coordination (Gregory, 1983). These conflicts are 
difficult to manage because each subculture has different goals that sometimes are directly 
opposed to each other. 
To resolve this cultural dilemma, Kilmann (1989) suggested that each division should 
develop its own subculture that is conducive to its own morals and effectiveness. However, at 
the same time, these divisions should be encouraged to embrace the organization-wide values 
and norms that promote organization's prosperity. 
This discussion indicates the need for better understanding of the nature and types of 
subcultures that exist in any organization. Such understanding will help explain the behaviors 
and attitudes of the employees of a certain department or work group. 
Strong Cultures 
"Strong culture" is a phrase that refers to organizations that have many shared values 
and beliefs among their members (Brown, 1995). The strength of a culture is the amount of 
consensus among its members about the type of norms and values that will dominate its 
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environment (Nystrom, 1993). A strong culture can have a positive impact on organizational 
effectiveness (Denison, 1990; Wallach, 1983); on organizational commitment (Deal & 
Kennedy, 1982; Meglino, Ravlin, & Adkins 1989; Nystrom, 1993; O'Reilly, 1989; Ouchi, 
1980, 1981; Posner et al., 1985; Wiener & Vardi, 1990); and on organizational performance 
(Brown, 1995; Kotter & Heskett, 1992). 
A strong culture is characterized by the organization's core values being closely held, 
clearly defined, and widely shared. The more members that accept these core values, agree on 
their order of importance, and are highly committed to promote them, the stronger the culture 
is (Robbins, 1987). Peters and Waterman (1982) argue that effective organizations have 
strong cultures with a common set of shared values. Strong cultures influence an 
organization's effectiveness by conveying to employees what behaviors are acceptable to 
engage in that increases their sense of identification with the organization and makes work 
more meaningfiil, thus increasing employee's commitment (Robbins, 1987). 
Sathe (1985) argues; "The strength of a culture influences the intensity of behavior, 
and the strength of a culture is determined by how many important shared assumptions there 
are, how widely they are shared, and how clearly they are ranked" (p. 32). Sathe concluded: 
".. . a strong culture is thus characterized by homogeneity, simplicity, and clearly ordered 
assumptions" (p. 32). 
In an organization, a culture that reinforces its mission, goals, and strategies is 
described to be strong when it carries norms that are beneficial to the company, its employees, 
and its customers (Alvesson, 1993; Wallach, 1983). Strong cultures have been hailed as keys 
to improved performance in organizations. Deal and Kennedy (1982) assert that strong 
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cultures have almost always been the driving force behind organizational success. Strong 
cultures may generate enough energy to empower employees and drive the organization 
toward excellent performance (Pascale, 1985). Nystrom (1993) believes that people who 
work in a strong culture environment feel more committed to their organization because it 
gives them a sense of conmiunity (Siehl & Martin, 1984). They are more willing to work 
harder, and be more satisfied with their organization, especially when their values are 
congruent with those of their superiors (Meglino et al., 1989). 
Posner et al.(1985) coimect strongly shared values with commitment, self-confidence, 
ethical behavior, and reduced job stress. Kotter and Heskett (1992) added that a positive 
relationship exists between strong cultures and long-term economic performance. Brown 
(1995) indicates that a strong culture can lead to excellent performance. 
There are many factors that contribute to the emergence of a strong organizational 
culture: high degree of shared beliefs and values; small, stable work groups; and geographical 
concentration (Kotter & Heskett, 1992). The ability to develop a strong culture is important 
for the organization because it creates the feeling of belonging, excitement, and inspiration 
among its employees (Ouchi, 1980), and provides more meaning and guidance to their 
behavior (Nystrom, 1993). 
Strong culture studies, however, tend to emphasize a single, unitary organizational 
culture, but multiple subcultures appear to be the rule and unitary cultures the exception (Van 
Maanen & Barley, 1984). Cooke and Rousseau (1988) explain that the development of 
subcultures may contribute to the absence of strong cultures because there will be differences 
in goals and values across the levels, fimctions, and units within the organization. Nystrom 
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(1993) notes that people who work in a weak culture environment feel less committed and 
would be more willing to leave than people who work in a strong culture environment. 
Deal and Kennedy (1982) argue that cultures, both strong and weak, have a powerful 
impact on organizational behavior. In a strong culture environment employees' goals are 
aligned with those of management; while in a weak culture employees' goals are counter to 
management's goals or perhaps not aligned with them. This description of strong and weak 
cultures can be reduced to the assertion that cultures in which management's goals are 
adopted are strong and cultures in which they are not are weak. It is worth noting though that 
a strong culture cannot assure effective individual behavior, but it can enhance members' 
commitment to the organization (Wiener & Vardi, 1990). 
Culture and Change 
The previous discussion shows that organizations prefer to have a culture that is 
strong and adaptive; where the organization's goals and those of its employees are congruent 
with each other. This will improve the eflFectiveness and performance of the organization. But 
what if the culture is weak or counter productive; or, what if the organization's goals and 
strategies have changed. Can the culture also be changed? 
Deal and Kennedy (1982) suggest that the need to change a culture arises when the 
organization's strategy changes. Culture change is a must when introducing quality principles 
into an organization because quality represents a new culture, which often contradicts the 
traditional culture that exists within that organization (Baba, 1993). The level of difficulty of 
changing an existing culture depends on how deep-seated the culture is and whether 
subcultures exist in that organization. The deeper and the greater the number of subcultures 
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there are, the more diflBcuIt and time consuming the culture-change process will be (Kilmann 
etal., 1986). 
Krefting and Frost (1985) state that the complexity of organizational culture and its 
existence in the unconscious, plus the presence of multiple subcultures within the organization 
makes it difficult to manage, change or control. The difficulties encountered m attempting to 
manage or change organizational culture usually depend on the degree of heterogeneity in the 
organization. The more diverse the subcultures in the organization, the wider the range of self-
interests among its members. In addition, the wider the self-interests, the more resistance will 
be generated against the cultural change. 
Schein (1985b) believes that the culture change process may differ based on the 
organization's stage of development. Change does not occur unless the organization's culture 
is understood and an enviroimient for change is created by motivating its members (Serpa, 
1983). A major part of the change process is to identify the discrepancies between the current 
and the ideal organizational culture (Cooke & Rousseau, 1988). 
Cultural change begins by establishing a vision that is needed to ensure a successful 
and lasting change. Top management must lead the cultural change process (Baba, 1993). 
However, any attempts to bring about significant changes in the organization without 
changing the organization's culture will be short-lived and doomed to fail (Bookbinder, 1984). 
Managing culture and transforming it into a positive force in the organization requires 
the attention and the skill of the top mangers. They need to recognize what culture they need 
and want; create it, and maintain it by closing the gap between the desired and the existing 
cultures. They can accomplish the change by actively intervening, using a variety of tactics to 
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foster the desired culture and close the cultural gaps (Baker, 1980). Nevertheless, the 
management of culture must be carefiiUy considered and cautiously undertaken because it may 
involve some risk since some of the consequences are often unanticipated (Krefting & Frost, 
1985). 
Organizational Commitment 
Organizational commitment has received much attention in the literature in recent 
years. The popularity of the concept appears to stem from its linkage with desired behaviors 
such as loyalty, motivation, and dedication among employees (Eisenberger, Fasolo, & 
LaMastro 1990; Nystrom, 1990; Porter et al., 1974). Most of the attention has been directed 
towards studying the effects of having committed employees in an organization. A large 
number of studies have increased the understanding of the concept of organizational 
commitment (Porter, Crampon, & Smith 1976) because it was originally assumed that 
commitment develops and maintains high levels of intensity, stability, and dedication among 
employees toward their organizations (Eisenberger et al., 1990) that often characterizes 
successfiil firms (O'Reilly, 1989). 
Many studies have shown that there is a positive correlation between organizational 
commitment and motivation, involvement (Farrell & Rusbult, 1981; Stumpf & Hartman, 
1984), loyalty (O'Reilly & Caldwell, 1980; Porter et al., 1974), prosocial behaviors (O'Reilly 
& Chatman, 1986), and desired norms and values (Nystrom, 1990). Other studies have 
suggested that absenteeism and turnover, which are costly behaviors, are negatively associated 
with commitment (Porter et al., 1974). Odom, Boxx, and Dunn (1990) argue that greater 
employee commitment and cohesiveness should decrease turnovers and absenteeism; and 
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should increase morale and the effectiveness of the organization in providing a higher level of 
service. High levels of organizational commitment has demonstrated a negative relation to 
turnover because committed employees are less likely to leave their work and are willing to 
expend more effort for the organization and increase their desired behavior (Porter et al., 
1974). 
Meyer, Paunonen, Gellatly, GofBn, and Jackson (1989) consider commitment a 
desirable behavior that should be fostered in employees. They believe that commitment is 
characterized by three factors: 
1. A strong attachment and identification with the organization's goals and values. 
2. A willingness to exert substantial effort on behalf of the organization; employees are 
willing to give something extra of themselves as a contribution to the benefit and well-
being of their organization; and 
3. A strong desire to maintain an active membership in the organization (Mowday et al., 
1979). 
Organizational commitment is often defined as the strength of the members' 
identification with and involvement in their organizations (Porter et al., 1974). The most 
popular definition of commitment is fi^om Mowday et al. (1979) who characterized 
commitment on the basis of three factors that are related to each other; "(a) a strong belief in 
and acceptance of the organization's goals and values; (b) a willingness to exert considerable 
effort on behalf of the organization; and (c) a strong desire to maintain membership in the 
organization" (p. 226). 
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Buchanan (1974) views commitment as: "... a partisan, affective attachment to the 
goals and values of an organization, to one's role in relation to goals and values, and to the 
organization for its own sake, apart from its purely instrumental worth" (p. 533). Weiner and 
Vardi (1980) refer to it as a force that maintains membership in the organization by adhering 
to certain norms and values. Meglino et al. (1989) state that workers were more committed 
when their values were congruent with those of their supervisors. 
Men and Meyer (1990) identify three types of commitment; affective, continuance, 
and normative. They define affective commitment as an affective and emotional attachment to, 
identification with, and involvement in the organization and enjoying its membership. 
Continuance commitment refers to the type of commitment that is based on the costs that the 
employee associates with leaving the organization. Finally, normative commitment refers to 
the employee's feelings of obligation to remain with the organization. Employees with a strong 
sense of affective commitment remain with their organization because they want to, while 
those with a strong sense of continuance commitment remain with their organization because 
they need to for financial reasons. And, those with a strong sense of normative commitment 
remain with their organization because they feel obligated to do so (Meyer, Allen, & Smith 
1993). 
Akhtar and Tan (1994) claim that organizational commitment is a multidimensional 
construct. They argue that Affective commitment develops when employees satisfy their basic 
needs. It may be promoted by fostering feelings of belongingness in the organization, and 
improving the well being of the employees. Continuance commitment develops when 
employees have accumulated enough investments in their work that they might be afraid to 
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lose if they were to leave the organization. Continuance commitment may be enhanced by 
appropriately using the reward system in a fair way, and by encouraging goal setting, career 
planning, and self-developing programs among employees which will help them to achieve 
their personal goals and will help the organization to achieve its goals as well. 
Normative commitment develops as a result of organizational socialization that emphasizes 
the importance of loyalty to the organization (Wiener, 1982). Normative commitment may be 
promoted through proper selection of employees as well as training; and organizational 
socialization. 
Dunham, Grube, and Castaneda (1994) concluded that the results of their study 
support the existence of the three types of organizational commitment (affective, continuance, 
and normative), but added that most organizational commitment research has examined only 
affective commitment and continuance commitment with comparatively little attention to the 
normative commitment. 
Meyer and Allen (1991) argue that a better understanding of an employee's 
relationship with the organization can be gained by considering all three types of commitment 
together. Employees can experience all three types of commitment with varying degrees of 
intensity which will have different implications for on-the-job behaviors. Shouksmith (1994) 
argues that providing more opportunities for self-actualization and personal growth, as well as 
improving the physical working conditions of the employees will enhance all three forms of 
commitment. Affective and normative commitments can also be enhanced through appropriate 
organizational change. 
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Stages of commitment 
O'Reilly and Chatman (1986) suggest that commitment is a three stage psychological 
attachment based on (a) compliance, (b) identification, and (c) internalization. In the 
compliance stage, the employee accepts the influence of others mainly to gain something in 
return, such as pay. In the second stage, identification, the employee accepts influence in order 
to maintain a satisfactory relationship with the organization (feeling pride in belonging to the 
organization). When the employee finds the values of the organization to be congruent with 
his/her personal values and, therefore, intrinsically rewarding, then that person is in the final 
stage of commitment. Employees who have similar values with their superiors show greater 
satisfaction and are more committed than those who are not (Meglino et al., 1989). 
Buchanan (1974) stated that the subsequent development of commitment is heavily 
influenced by the early stages of an individual's experiences at work. Specific socialization 
practices may affect organizational conmiitment. Managers can foster better employee 
understanding of the organization's norms, values, and objectives through proper training 
during the employee's orientation (Pascale, 1985). 
Summary 
Organizational culture became an important topic for research in the 1980s because 
many researchers believe that it has a powerful influence throughout the organization (Deal & 
Kennedy, 1982). Kihnann et al. (1985) stated that culture is the social energy that causes 
people to act. The likelihood that an organization will succeed in today's global economy is 
not determined only by its visible features such as structure, reward systems, and strategies, 
but also by its culture. Kilmann (1984) argues that because culture has a great impact on the 
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organizations' outcomes and its success, it is therefore necessary and important to manage 
that culture and continually monitor its values and norms. 
Organizational culture has been generally known as a set of shared values, beliefs, and 
norms that provide members of an organization with the unwritten rules of behavior (Uttal, 
1983); and as the social learning experiences of any group through the course of its history 
(Schein, 1985a). 
Strong cultures can have a positive impact on organizations and organizational 
effectiveness (Denison, 1990). The phrase "strong" refers to the extent the organization's 
beliefs and values are shared among employees. It is argued that in a strong culture employees 
know exactly what the organization goals are (Deal & Kennedy, 1982), are more committed 
to their organization (Siehl & Martin, 1984), and have less stress and more self-confidence 
(Posner et al., 1985). 
Most large organizations have a dominant culture and multiple subcultures. The 
locations where subcultures can arise are occupations, departments, and physical proximity. 
Subcultures are formed because members interact more frequently with one other than with 
other members of the organization. 
Organizational commitment has received as much attention among researchers as 
organizational culture. Many researchers consider it an antecedent of work behaviors and 
outcomes (Mowday et al., 1979). This attention has been demonstrated in both theory 
building about the definition of the construct, and empirical studies to determine its 
antecedents and outcomes (Buchanan, 1974; Porter et al., 1974). 
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Organizational behavior researchers believe that a positive correlation exists between 
organizational commitment and motivation, loyalty, prosocial behaviors, and values (Nystrom, 
1990; O'Reilly & Caldwell, 1980; O'Reilly & Chatman, 1986; Porter et al., 1974;). According 
to some researchers, there are three different types of organizational commitment- Affective 
(emotional attachment and identification with the organization), continuance (need to remain 
with the organization), and normative (obligation to remain with the organization) (Allen & 
Meyer, 1990; Meyer et al., 1993). 
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CHAPTERS. METHODOLOGY 
The purpose of this study was to examine whether three custodial groups in the same 
organization differ in their behavioral norms and shared values. And, if so, to what extent do 
these differences impact organizational commitment? This chapter describes the methods of 
the research and is organized under six major subheadings: Research Design, Sample 
Selection, Survey Instruments, Data Collection, and Data Analysis. 
Research Design 
The research is a causal-comparative study that compares subcultures of three 
custodial groups. The three groups are compared on the basis of their perceptions of shared 
values, behavioral norms, and organizational commitment. The three subcultures of these 
three custodial groups are the independent variables. There are three dependent variables that 
capture a variety of attitudes, feelings, and perceptions and consist of 11 factors: Four 
represent behavioral norms; four represent shared values; and three represent organizational 
commitment. 
Kerlinger (1973) defines Ex Post Facto research as "systematic empirical inquiry m 
which the scientist does not have direct control of independent variables because their 
manifestations have akeady occurred or because they are inherently not manipulable" (p. 379). 
Kelinger noted further that "inferences about relations among variables are made, without 




Subjects for this study are custodial workers at a land-grant university who are divided 
into three distinct groups that belong to the Residence Department and are located in three 
different locations. A sample of 75 custodians were used. 
Survey Instrument 
A survey instrument designed to collect data for the study was developed using three 
different existing instruments- the Kilmann-Saxton Culture Gap Survey (KSCG, 1983); 
Survey of Organizations (SOO) developed by Taylor and Bowers (1972); and Organizational 
Commitment Questionnaire (OCQ) developed by Porter et al. (1974). The questionnaire was 
structured in four sections. Section one contained demographic information, section two 
contained information related to norms of behavior. Section three contained information about 
the shared values among members of the three groups, and section four included information 
about organizational commitment. Concise directions appeared at the beginning of each 
section. A copy of the final instrument is shown in Appendix A. 
Demographic information 
The questioimaire was designed to elicit information related to age, gender, level of 
education, and organizational tenure. 
Norms of behavior 
Norms were assessed using the Kilmann-Saxton Culture Gap Survey (KSCG, 1983). 
A 28-item questionnaire that intended to reveal four types of norms each of which was 
represented by seven items. All 28 statements representing the four types of norms were 
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incorporated in this study. The respondents were asked to choose one of the two statements 
that best describe their perception about the norms in their work group. The four types of 
norms were represented by seven questions each. They are: 
1. The "Task Support" norms are related to information sharing, concern with efficiency, 
and helping other work groups in the organization, such as "Support the work of other 
groups" versus "Put down the work of other groups." 
2. The "Task Innovation" norms stressed creativity and applying new and different 
approaches, such as "Try new ways of doing things" versus "Don't rock the boat." 
3. The "Social Relationship" norms are those that indicate the rules for socializing with 
one's work group and mixing friendships with business, such as "Get to know the people 
in your work group" versus "Don't bother getting to know the people in your work 
group." 
4. The "Personal Freedom" norms which regulate self-expression, pleasing oneself, and 
exercising discretion, such as "Live for yourself or your family" versus "Live for your 
job or your career." 
BCilmarm (1984) explained that the nature of norms were defined as being either 
technical (Task Support and Task Irmovation) or himian (Social Relationships and Personal 
Freedom). The norms that guide the technical aspects of work contrast with those that guide 
the human aspects. This distinction is common in all discussions of behavior in organizations 
literature (Kilmann, 1984). 
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Shared values 
Shared values were assessed using a 52-item questionnaire taken from the 1980 
version of the instrument developed by Taylor and Bowers (1972) titled Survey of 
Organizations (SOO). This survey has been used by many organizations and in many different 
industries to describe the practices and conditions of work that ultimately affect organizational 
effectiveness and to analyze employee attitudes and perceptions at all levels of the 
organization. It addresses organizational culture, as well as workers' relationships with 
management and with each other. 
The instrument contains a 5-point Likert-type scale response format. Respondents 
were asked to choose among responses of: none (value = 1), little (2), some (3), much (4), 
and, very much (5). Denison (1990) claims that the Survey of Organizations (SOO) is one of 
the most widely used organizational surveys of its type; and it has a high degree of both 
convergent and discriminant validity. Taylor and Bowers (1972) assert that Survey of 
Organizations (SOO) demonstrates high levels of reliability ranging from a = .80 to a = .90 
The 52-item questionnaire evaluated four factors of shared values, each was represented by a 
number of subfactors: 
1. Organizational Climate: represented by 21 questions. It consisted of: 
a. Organization of Work. The degree to which an organization's work methods link 
individual's work to the organizational goals, and was represented by three 
questions. 
b. Communication Flow. The way that information flows both vertically and laterally; 
it was represented by four questions. 
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c. Concern for People. The degree of interest that the organization displays in the 
welfare and development of its people. This was represented by three questions. 
d. Decision-Making Practices. The degree to which an organization's decisions 
involve those who will be afifected, made at appropriate levels, and are based on 
widely shared information. This subfactor was represented by two questions. 
e. Influence and Control. The degree of influence the people at the lower levels of 
the organization have. This part was represented by three questions. 
f Absence of Bureaucracy. The absence of unnecessary administrative constrains in 
the organization. It was represented by three questions. 
g. Coordination. Cooperation, and problem-solving among different organizational 
units, and was represented by three questions in the survey. 
2. Job Design: represented by nine questions. It consisted of 
a. Job Challenge. Opportunity to learn and the use of abilities and skills on the job, 
and was represented by three questions. 
b. Job Clarity. The degree to which job expectations are clear and appropriate, and 
was represented by three questions. 
c. Job Reward. Recognition, respect, and the opportunity to move ahead, and was 
represented by three questions. 
3. Supervisory Leadership: represented by ten questions. It consisted of 
a. Supervisory Team Building. The degree to which supervisors emphasize team 
goals, exchange ideas, and working as a team. It was represented by two 
questions. 
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b. Supervisory Goal Emphasis. The setting of high standards and encouragement of 
best efforts, and was represented by two questions. 
c. Supervisory Support. The degree to which supervisors are attentive, approachable, 
and willing to listen. It was represented by three questions. 
d. Supervisory Work Facilitation. The degree to which supervisors are helpful in 
improving performance and solving problems. It was represented by three 
questions. 
4. Peer Leadership: represented by eleven questions. It consisted of; 
a. Peer Team Building. The degree to which peers emphasize team goals, exchange 
of ideas, and working as a team. It was represented by three questions. 
b. Peer Goal Emphasis. The setting of high standards and encouragement of best 
eflforts; was represented by two questions. 
c. Peer Support. Peers' willingness to listen and approachability. It was represented 
by three questions. 
d. Peer Work Facilitation. The degree to which peers are helpfiil in improving 
performance and solving problems. It was represented by three questions. 
Organizational commitment 
Organizational commitment was assessed using the 15-item Organizational 
Commitment Questionnaire (OCQ) by Mowday et ai. (1979). The questionnaire consisted of 
nine positive and six negative items. The items of this questionnaire were developed based 
upon a three-part definition of organizational commitment: (1) a strong belief in and 
acceptance of the organization's goals and values; (2) a willingness to exert substantial effort 
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on behalf of the organization; and (3) a strong desire to maintain an active membership in the 
organization (Mowday et al., 1979). 
The instrument contained a 7-point Likert-type scale response format. Respondents 
were asked to choose among responses of strongly disagree (value = 1); moderately disagree 
(2); slightly disagree (3); slightly agree (4); moderately agree (5); strongly agree (6); neither 
disagree nor agree (9). This instrument was selected because of its known internal consistency 
and test-retest reliability, as well as acceptable levels of convergent, discriminant, and 
predictive validity (Mowday et al., 1979). Mullen (1990) found a Cronbach's alpha value of 
.92 for the internal consistency of the instrument, while Mowday et al. (1979) reported a 
Cronbach's alpha value of .849. 
Data Collection 
Personal contacts were made with the management of the custodial groups to secure 
their approval and cooperation for this study. The purpose of the study was explained, and a 
copy of research proposal was given to them for review. An authorization and support to 
administer the survey for custodians were requested and granted. All surveys accompanied by 
the respective cover letter were hand delivered. The cover letter included a statement of 
confidentiality and anonymity of responses and was signed by the researcher. A copy of the 
letter appears in Appendix A along with the survey questionnaire. 
Respondents completed the survey during special sessions that were arranged during 
working hours. The researcher attended these sessions and administered the survey. 
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Data Analysis 
Data collected were coded, and then entered into the computer using the SPSS (SPSS, 
Inc., 1989) data entry program. Data were then analyzed using the SPSS program. 
Descriptive statistics including frequencies, percentages, means, and standard deviations were 
computed for all the items in the questionnaire. 
Three scales were developed by combining items and computing a composite score for 
each scale. The scale "Behavioral Norms" had 28 items that represented four factors: a) Task 
Support, b) Task Innovation, c) Social Relationship, and d) Personal Freedom. A 
respondent's total score is the number of items keyed "1" out of total 28 items. 
The scale "Shared Values" has 52 items that represented four factors of shared values: 
Organizational Climate; Job Design; Supervisory Leadership; and Peer Leadership. Each 
factor was represented by a different number of items in the questionnaire and was measured 
on a 5-point Likert-type scale. The composite score was computed as a mean for each factor. 
The scale "Organizational Commitment" had 15 items which represented three factors: 
Intent to Stay; Motive to Perform; and Value Agreement with the Organization. Each factor 
was represented by a different number of items in the questionnaire and was measured on a 7-
point Likert type scale. The composite score was computed as a mean for each factor. 
The techniques that were used in the analysis of the data consisted of: (1) t-test; (2) 
Pearson correlation coefficients; and (3) Oneway ANOVA (see Table 1). The .05 level of 
significance were used for the statistical tests. A reliability estimate was computed for each 
scale using Cronbach's alpha test. 
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Table 1. Statistical tests conducted for the research questions of the study 
Research Question No. Questionnaire Item No. Statistical Test 
1 Part H, Questions 1-28 Oneway ANOVA 
2 Part m. Questions 1-52 Oneway ANOVA 
3 Part rV, Questions 1-15 Oneway ANOVA 
4 & 5  NA Pearson correlation coefficient 
6 Part L, Questions 1-15 t-test, one-way ANOVA 
Oneway ANO VA was used to test research hypotheses one, two, and three, examining 
observed differences in responses between custodial groups as they relate to behavioral 
norms, shared values, and organizational commitment. Pearson correlation coefficients were 
used to test research hypothesis four; examining the relationship between custodians' 
perceptions of behavioral norms and their organizational commitment. Pearson correlation 
coefficients were also used to test research hypothesis five, examining the relationship 
between custodians' perceptions of shared values and their organizational commitment. 
Finally, oneway ANOVA and t-tests were used to test research hypothesis six; examining 
observed differences in responses between custodial groups as it relates to different selected 
elements of demographics 
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CHAPTER 4. RESEARCH RESULTS AND FINDINGS 
The purpose of this study was to examine whether three custodial groups in the same 
organization differ in their behavioral norms and shared values. And, if so, to what extent do 
these differences impact organizational commitment. This chapter presents the findings related 
to these general purposes. The chapter is organized in two sections: (1) General 
Characteristics of the Sample; and (2) Research Questions and Findings. 
General Characteristics of the Sample 
Sixty-three custodians-out of the original sample number of seventy-five participated 
in this study. Seventeen custodians worked in one site and were identified as group one; 18 
custodians worked in a second site and were identified as group two; and 28 custodians work 
in a third site and were identified as group three. 
Demographic characteristics 
Table 2 presents demographic information about the sample. These demographic 
factors include gender, age, highest level of education, and organizational tenure (number of 
years with the organization). As shown in Table 2, 41 of the total respondents (65.1%) were 
female, and 20 of the total respondents ( 31.7%) were male; and 2 were missing (3.2%). 
Distribution of respondents by age indicated that 6 of the total respondents (9.5%) 
were between age 25 and 35 years; 22 of the total respondents (34.9%) were between the 
ages of 35-45; 26 of the total respondents (41.3%) were between the ages of45-55; and 8 of 
the total respondents (12.7%) were over 55 years old. 
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Table 2. Demographic characteristics of the three custodial groups 
Group Group Group Group Group Group Total Total 
Characteristic IN 1% 2N 2% 3N 3% N % 
1. Gender 
Female 12 71 11 61 18 64 41 65.1 
Male 5 29 7 39 8 29 20 31.7 
2. Age 
25-35 years 1 6 4 22 1 4 6 9.5 
35-45 years 7 41 5 28 10 36 22 34.9 
45-55 years 5 29 7 39 14 50 26 41.3 
Over 55 years 4 24 2 11 2 7 8 12.7 
3. Education 
No formal 1 6 0 0 0 0 1 1.6 
education 
Completed grade I 6 1 6 1 4 3 4.8 
school 
Some high 3 18 0 0 6 21 9 14.3 
school 
Completed high 9 53 15 83 12 43 36 57.1 
school 
Some college 3 18 0 0 6 21 9 14.3 
Completed 0 0 1 6 1 4 2 3.2 
college 
Still in school 0 0 1 6 1 4 2 3.2 
4. Organizational 
tenure 
1-5 years 2 12 4 22 1 4 7 11.1 
5-10 years 3 18 6 34 7 25 16 25.4 
10-15 years 2 12 5 28 12 42 19 30.2 
15-20 years 5 29 0 0 2 7 7 11.1 
Over 20 years 4 24 2 12 3 11 9 14.3 
Distribution of respondents in terms of the highest formal education level received 
indicated that one of the total respondents (1.6%) had no formal education; 3 of the total 
respondents (4.8%) completed grade school; 9 of the total respondents (14.3%) had some 
high school education; 36 of the total respondents (57.1%) completed high school; 9 of the 
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total respondents (14.3%) had some college education; 2 of the total respondents (3.2%) 
completed college; and 2 of the total respondents (3.2%) are still in school. 
Distribution of respondents in terms of organizational tenure (number of years with the 
organization) indicated that 7 of the total respondents (11.1%) had between I and up to 5 
years tenure; 16 of the total respondents (25.4%) had between 5 and up to 10 years tenure; 19 
of the total respondents (30.2%) had between 10 and up to 15 years tenure; 7 of the total 
respondents (11.1%) had between 15 and up to 20 years tenure; and 9 of the total respondents 
(14.3%) had over 20 years of tenure in the organization. 
Research Questions and Findings 
The questionnaire used to collect data for this study employed a Likert-type scale and 
multiple choice questions. Each part of the questionnau-e used a different response set of 
scales. 
Part One: Demographic information 
Part Two: Behavioral Norms: This part consisted of 28 double statements describing 
norms of behavior and representing four types of behavioral norms; each type was represented 
by 7-double statements. Respondents were asked to identify which of the two statements truly 
represents the actual norm of behavior at their workplace. A value of one was given to the 
positive norm of behavior statement. No value points were given to the negative norm of 
behavior statement. The score for each respondent ranged from 0 to 28 for all the 28 
questions, and the score for each behavioral norm type ranged from 0 to 7. The mean score 
for each behavioral norm type was calculated by adding all positive responses (1 for each) and 
then dividing it by the number of respondents. 
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Part Three; Shared Values: This part consisted of 52 questions representing four 
factors of shared values that are promoted at the custodians' workplace. Respondents were 
asked to choose one out of five possible answers that they feel represents their perceptions 
about these shared values. A 5-point Likert-type scale was included in this part with responses 
ranging over (1) none, (2) a little, (3) some, (4) much, and (5) very much. 
Part Four; Organizational Commitment; This part of the questionnaire included 15 
questions representing three organizational commitment factors. Respondents were asked to 
choose one answer out of seven that truly represents their feelings. A 7-point Likert-type scale 
was employed in this part with responses ranging over (1) strongly disagree, (2) moderately 
disagree, (3) slightly disagree, (4) slightly agree, (5) moderately agree, (6) strongly agree, and 
(9) neither disagree nor agree. 
Following are the sbc research questions, discussion of the data used for analysis, 
presentation of findings, and statistical testing where appropriate. 
Research Question 1: Are there significant differences (p < .05) among the three custodial 
groups in their perceptions of behavioral norms? 
a. "Task support" norms 
b. "Task innovation " norms 
c. "The social relationship " norms 
d "The personalfreedom " norms 
Research question one asked about the differences between the three custodial groups 
in their perceptions of the behavioral norms at their workplace. It was assumed that working 
in different locations and under different supervision might have an impact on the custodians' 
perceptions of the behavioral norms. Participants were asked to choose one of two statements 
that best describes the actual norm of behavior at their workplace. 
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Table B1 (Appendix B) shows mean scores and standard deviations of custodians' 
perceptions regarding the actual behavioral norms at their workplace. Item means ranged from 
4.71 (group one) to 5.21 (group three) for "Task Support" norms, and the standard deviations 
from 1.73 (group three) to 2.64 (group one); the average mean score was 5.07 and the 
average standard deviation was 2.0. The "Task Iimovation" norms had an average mean score 
of 4.98, and an average standard deviation of 2.33. The mean scores ranged from 4.67 (group 
one) to 5.13 (group two), and the standard deviations ranged from 2.19 (group two) to 2.69 
(group one). 
"Social Relationships" norms had an average mean score of 5.28 and average standard 
deviation of 2.04. Its mean scores ranged from 4.86 (group two to 5.44 (group three), and its 
standard deviations from 1.87 (group three) to 2.54 (group two). "Personal Freedom" norms 
scored an average mean of 4.22 and an average standard deviation of 1.30. The mean scores 
ranged from 3.80 (group two) to 4.53 (group one), and the standard deviation ranged from 
1.21 (group two) to 1.35 (group three). The mean scores for the seven items grouped in each 
type of norms are also included in Table B1. 
A behavioral norm type with a composite mean score of 4 and above were judged to 
be relatively the most favorite norms. It was observed that all three custodial groups showed 
mean scores above that average. This indicates that custodians' perceptions of the actual 
behavioral norms practiced at their workplace are generally favorable. However, in groups 
one and three, "Social Relationships" norms had the highest mean scores (means = 5.38 and 
5.44). While in group two both "Task Support" norms and "Task Innovation" norms received 
the highest mean scores (mean = 5.13 for both). 
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The lowest mean scores among all three groups were "Personal Freedom" 
(means = 4.53, 3.80, and 4.26). This indicates that all three groups perceive unfavorably the 
type of norms that control their personal freedom such as "dress as you like", "do what 
pleases you", "use your own judgment in following rules and regulations", and "express your 
own personal preferences on the job". It is important to point out that all mean scores for the 
"Personal Freedom" type of norms were above average. 
Table B2 (Appendix B) shows the percentages of favorable responses from all three 
groups in relation to the actual behavioral norms at their workplace. It indicates that for all 
behavioral norm items, group three had the highest number of favorable ratings followed by 
group two and group one was last. Ail three groups report that their "Task Support" and 
"Task Innovation" norms are very favorable to them with some exceptions such as the item 
norm "Divide and assign the work fairly," 50% of group two do not perceive it practiced at 
their workplace. 
Oneway analysis of variance (ANOVA), tests for homogeneity were computed at the 
.05 level of significance to identify possible differences in custodians' perceptions of actual 
behavioral norms at their workplace. The Scheffe multiple comparison procedure was used to 
identify differences between specific groups. Tables 3 through 6 show results of the ANOVA. 
Table 3 shows the results of the analysis of variance between the three custodial 
groups in their perceptions of "Task Support" norms. It was observed that when comparing 
the mean scores of the three groups' perceptions of actual "Task Support" norms, no two 
groups were significantly different at the 0.05 level (F [2, 55] = .293). 
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Table 3. Analysis of variance for "Task Support" behavioral norms among the three 
custodial groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 2 2.403 1.201 .29 .75 
Within groups 55 225.321 4.097 
Total 57 227.724 
Table 4 shows the results of the analysis of variance between the three custodial 
groups in their perceptions of "Task Innovation" norms. It was observed that when comparing 
the mean scores of the three groups' perceptions of actual "Task Innovation" norms, no two 
groups were significantly different at the 0.05 level (F [2, 55] = .1835). 
Table 4. Analysis of variance for "Task Innovation" behavioral norms among the three 
custodial groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 2 2.048 1.024 .18 .83 
Within groups 55 306.935 5.581 
Total 57 308.983 
Table 5 shows the results of the analysis of variance between the three custodial 
groups in their perceptions of "Social Relationships" norms. It was observed that when 
comparing the mean scores of the three groups' perceptions of actual "Social Relationships" 
norms, no two groups were significantly different at the 0.05 level (F [2, 54] = .3963). 
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Table 5. Analysis of variance for "Social Relationship" behavioral norms among the three 
custodial groups 
Source df Simi of Squares Mean Squares F-Ratio F-Prob. 
Between groups 2 3.378 1.689 .396 .67 
Within groups 54 230.131 4.262 
Total 56 233.509 
Table 6 shows the results of the analysis of variance between the three custodial 
groups in their perceptions of "Personal Freedom" norms. It was observed that when 
comparing the mean scores of the three groups' perceptions of actual "Personal Freedom" 
norms, no two groups were significantly dififerent at the 0.05 level (F [2, 56] = 1.2878). 
The oneway analysis of variance showed that there were no statistically significant 
differences at the .05 level exist between the mean scores of the three custodial groups for the 
norms of "Task Support, Task Innovation, Social Relationships, and Personal Freedom". 
The Cronbach alpha internal consistency reliability coefficient was calculated to gain 
an estimate of the internal consistency of the behavioral norms questions in the survey. In 
Table 6. Analysis of variance for 'Tersonal Freedom" behavioral norms among the three 
custodial groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 2 4.315 2.158 1.288 .28 
Within groups 56 93.821 1.675 
Total 58 98.136 
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addition, reliability coefiBcients were calculated for the four types of norms. Satisfactory 
estimates of reliability were attained for the behavioral norms (.89) and for the norms types: 
Task Support = .77; Task Innovation = .86; Social Relationships = .81; and Personal 
Freedom = .74 
Research Question 2: Are there significant differences (p< .05) among the three custodial 
groups in their perceptions of shared values? 
a. "Organizational climate " 
b. "Job design" 
c. "Supervisory leadership " 
d. "Peer leadership " 
Research question two asked about the differences between the three custodial groups 
in their perceptions of the shared values that are practiced at their workplace. Participants 
responded to 52 "shared values" questions using a 5-point Likert-type scale with scores of (5) 
very much, (4) much, (3) some, (2) a little, and (1) none. 
Table B3 (Appendix B) shows mean scores and standard deviations of custodians' 
perceptions about the values that are promoted at their workplace. "Organizational Climate" 
mean scores ranged from 2.61 (group two) to 3.03 (group three), and the standard deviations 
ranged from .45 (group two) to .68 (group three); the average mean score for "Organizational 
Climate" was 2.84 and the average standard deviation was .62. 
The "Job Design" fartor had an average mean of 3.07, and an average standard 
deviation of .72. The mean scores ranged from 2.81 (group two) to 3.26 (group three), and 
the standard deviations ranged from .67 (group three) to .75 (group two). "Supervisory 
Leadership" had an average mean score of 3.39 and an average standard deviation of .87. The 
mean scores ranged from 3.27 (group three) to 3.68 (group two), and the standard deviation 
ranged from .78 (groups two and three) to 1.08 (group one). 
"Peer Leadership" had an average mean score of 2.94 and an average standard 
deviation of .93. The range of mean scores were 2.80 (groups two) to 3.09 (group three), and 
the standard deviation ranged from .90 (group two) to 1.00 (group one). 
The shared values scale ranged from 1 to 5. Those shared values with a mean score 
above 3 were judged to be relatively strongly held values. It was observed that all three 
custodial groups showed mean scores above this value on their perceptions about "Influence 
and Control" subfactor (means = 3.31, 3.59, and 3.73 for groups one, two, and 
three, respectively). This indicates that custodians in all three groups shared the perception 
that while supervisors, middle managers, and top managers have a clear influence on what 
goes on in their workplace, the custodians do not share in the responsibility of having 
influence in what goes on in their department. 
Additionally, all three groups had mean scores above 3 for Job Clarity, Supervisory 
Support, Supervisory Team Building, and Supervisory Goal Emphasis subfactors. This 
indicates that custodians in all three groups believe that their job expectations are clear and 
appropriate, and that their supervisors are friendly, pay attention to what they say and are 
willing to listen to their work-related problems. Their perceptions also indicate that their 
supervisors encourage them to work as a team and exchange opinions and ideas. They also 
reported that their supervisors maintain high standards of performance in the group and 
encourage the group to give their best efforts on the job. 
The lowest mean scores shared by all three groups were in relation to their perceptions 
on the way the "Conmiunication Flows" in their department, the "Decision-Making Practices", 
and about the "Job Rewards" subfactors. With mean scores ranging from 2.17 (Job Rewards) 
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to 2.73 (Communication Flow). This indicates that custodians believe decisions were not 
made at the right levels in the department, and the people who were affected by them were not 
asked for their ideas and input before the decisions were made. It also indicates that there is a 
lack of information about what goes on in other departments of the organization in relation to 
their work. 
Custodians reported that they were not always told what they needed to know to 
perform their job in the best possible way. As for job rewards, custodians in all three groups 
implied that high performance is not recognized nor rewarded. They also reported that their 
job will not provide them with good chances for advancement. Table B3 also shows that 
group three had the highest number of positive responses followed by group one. Group two 
had the least number of positive responses. 
Table B4 (Appendix B) shows the percentages of respondents who gave favorable 
answers to questions related to their perceptions about the shared values at their workplace. 
Oneway analysis of variance (ANOVA), tests for homogeneity were computed at the 
.05 level of significance to identify possible differences in custodians' perceptions about their 
shared values at their workplace. The Scheffe multiple comparison procedure was used to 
identify differences between specific groups. Tables 7 through 12 show results of the 
ANOVA. 
Table 7 shows the results of the analysis of variance between the three custodial 
groups in their perceptions about "Organizational Climate". It was observed that no 
statistically significant differences (F [2, 60] = 2.67) exist between the mean scores of the 
three groups. However, in regard to the "Organization of Work", this procedure produced 
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Table 7. Analysis of variance for "Organizational Climate" among the three custodial 
groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 2 1.950 .976 2.670 .08 
Within groups 60 21.941 .366 
Total 62 23.894 
significant differences (F [2, 60] = 3.91) between the mean scores of the three custodial 
groups in their perceptions about this shared value (Table 8). Through the Scheffe procedure, 
pairs of group means were identified as being significantly different at the .05 level with group 
three showing the highest mean scores. 
"Organization of Work" is identified by three questions in the survey. The significant 
differences (F [2, 60] = 7.30) between the mean scores of the three custodial groups were 
observed on question number ten that stated "The department is generally quick to use 
improved work methods." Group three showed a significant difference in theu" responses with 
Table 8. Analysis of variance for "Organization of Work" subfactor among the three 
custodial groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 2 4.00 2.00 3.910 .02 
Within groups 60 30.691 .512 
Total 62 34.691 
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a higher mean score than the other two groups, which indicates that custodians of that group 
reported more favorite perceptions than the other two groups about the organizations' efforts 
to use improved work methods. 
Table 9 shows the results of the analysis of variance between the three custodial 
groups in their perceptions about "Job Design". It was observed that no statistically significant 
differences (F [2, 59] = 2.33) exist between the mean scores of the three groups on how they 
perceive the issues related to their job such as Job Clarity, Job Rewards, and Job Challenge. 
Table 9. Analysis of variance for "Job Design" among the three custodial groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 2 2.307 1.153 2.335 .11 
Within groups 59 29.144 .494 
Total gY™ niiio 
However, the results of the analysis of variance between the three custodial groups in 
their perceptions about the "Job Reward" subfactor show statistically significant differences 
(F [2, 59] = 4.16) between the mean scores of the three custodial groups in their perceptions 
about "Job Reward" (Table 10). Through the Scheffe procedure, pairs of group means were 
identified as being significantly different at the .05 level. 
The "Job Reward" subfactor is identified by three questions in the survey. The 
significant differences (F [2, 59] = 2.98) between the mean scores of the three custodial 
groups were observed on question number twenty seven that stated "My job provides good 
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Table 10. Analysis of variance for "Job Reward" subfactor among the three custodial groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 2 7.014 3.507 4.160 .02 
Within groups 59 49.739 .843 
Total 61 56.753 
chances for getting ahead." Group three showed a significant difference with a higher mean 
score than the other two groups. 
Table 11 shows the results of the analysis of variance between the three custodial 
groups in their perceptions about "Supervisory Leadership" at their workplace. It was 
observed that no statistically significant differences (F [2, 59] = 1.42) exist between the mean 
scores of the three groups on how they perceive their supervisors in regard to team building 
practices, setting high standards of performance in the department, and their willingness to 
listen to the custodians' work-related problems. 
Table 11. Analysis of variance for "Supervisory Leadership" among the three custodial 
groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 2 2.103 1.051 1.417 .25 
Within groups 59 43.791 .742 
Total 61 45.894 
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Table 12 shows the results of the analysis of variance between the three custodial 
groups in their perceptions about their "Peer Leadership". It was observed that no statistically 
significant differences (F [2, 60] = .65) exist between the mean scores of the three groups on 
how they perceive their peers. 
Table 12. Analysis of variance for 'Teer Leadership" among the three custodial groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 2 1.135 .568 .652 .52 
Within groups 60 52.247 .871 
Total 62 53.382 
The Cronbach alpha internal consistency reliability coefficient was calculated to gain 
an estimate of the internal consistency of the shared values questions in the survey. In 
addition, reliability coeflBcients were calculated for the eighteen subfactors of shared values. A 
satisfactory estimates of reliability were attained for the shared values (.95) and for the values 
subfactors: Organization of Work = .74; Decision-Making Practices = .80; Communication 
Flow = .80; Concern for People = .83; Influence and Control = .61; Absence of Bureaucracy 
= .78; Coordination = .70; Job Challenge = .86; Job Reward = .75; Job Clarity = .43; 
Supervisory Support = .90; Supervisory Team Building = .88; Supervisory Goal Emphasis = 
.86; Supervisory Work Facilitation = .87; Peer Support = .85; Peer Team Building = .91; Peer 
Goal Emphasis = .86; and Peer Work Facilitation = .93. 
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Research Question 3: Are there significant differences (p< .05) among the three custodial 
groups in their organizational commitment? 
a. "Intent to stay" 
b. "Motive to perform" 
c. "Value Agreement with the Organization" 
Research question three asked about the differences between the three custodial 
groups in their organizational commitment. Table B5 (Appendix B) shows mean scores and 
standard deviations of custodians' feelings about their organization. Item mean scores ranged 
from 3.45 (group two) to 4.04 (group one) with an average mean score of 3.85 on their 
"Intent to Stay" with the organization, and the standard deviations from .87 (group two) to 
1.26 (group one) with an average of 1.11. 
The "Motive to Perform" scored an average mean of 4.19 and an average standard 
deviation of 1.32. The range of mean scores were from 3.70 (group one) to 4.74 (group 
three); and the range for standard deviations were from 1.11 (group three) to 1.48 (group 
one). "Value Agreement with the Organization" had an average mean score of 5.07 and an 
average standard deviation of .96. The range of mean scores were from 4.71 (group two) to 
5.39 (group three); and the range for standard deviations were from .84 (group one) to 1.02 
(group three). The mean scores for all the items of the organizational commitment are also 
included in Table B5. 
Those items with a mean score of 4 and above indicate a strong commitment to the 
organization. It was observed that all three custodial groups showed mean scores above that 
value in their acceptance of the organization's values (means = 4.94, 4.71, and 5.39 for 
groups one, two, and three), and in their willingness to put more efforts to help their 
department succeed (means = 4.32, 4.50, and 4.93 for groups one, two, and three). Also, all 
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three groups indicated that they feel proud to tell others that they are part of this organization. 
Group one showed a mean score above average in their "Intent to Stay" (mean = 4.04) which 
indicates that they have a higher desire to stay with the organization than the other two 
groups. 
Group three scored above average on their "Motive to Perform" (mean = 4.74) which 
indicates that they are more motivated to perform their job than the other two groups. It is 
worthy to note that all three custodial groups did not feel that they made a mistake by joining 
this organization. 
Table B6 (Appendix B) shows the percentages of favorable responses from all 
participants in relation to their commitment to the organization. 
Oneway analysis of variance (ANOVA), tests for homogeneity were computed at the 
.05 level of significance to identify possible differences in custodians' feelings about 
their organization. The Scheffe multiple comparison procedure was used to identify 
dififerences between specific groups. Tables 13 through 15 show results of the ANOVA. 
Table 13 shows the results of the analysis of variance between the three custodial 
groups in their "Intent to Stay". It was observed that no statistically significant 
Table 13. Analysis of variance for "Intent to Stay" among the three custodial groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 2 3.982 1.991 1.636 .20 
Within groups 60 73.022 1.217 
Total 62 77.004 
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differences (F [2, 60] = 1.64) exist at the .05 level between the mean scores of the three 
groups on their intention to stay with the organization. 
Table 14 shows the results of the analysis of variance between the three custodial 
groups in their "Motive to Perform". It was observed that this procedure produced 
statistically significant differences (F [2, 60] = 5.01). between the mean scores of the three 
custodial groups in their motivation to perform. Through the Scheflfe procedure, pairs of 
group means were identified as being significantly different at the .05 level. 
The "Motive to Perform" factor was identified by five questions in the survey. The 
significant differences (F [2, 60] = 4.87) between the mean scores of the three custodial 
groups were observed on two questions; question number seven that stated "The Residence 
department really inspires the very best in me in the way of job performance." and question 
number fourteen (F [2, 60] = 6.47] that stated 'Tor me this is the best of all possible 
organizations for which to work." Groups three and two showed significant difference in their 
responses with higher mean scores than group one on both of these questions. 
Table 15 shows the results of the analysis of variance between the three custodial 
groups in their "Value Agreement with the Organization". The SchefFe procedure did not 
Table 14. Analysis of variance for "Motive to Perform" among the three custodial groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 2 15.469 7.734 5.008 .01 
Within groups 60 92.669 1.545 
Total 62 108.137 
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Table 15. Analysis of variance for "Value Agreement with the Organization" among the 
three custodial groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 2 5.544 2.772 3.214 .05 
Within groups 60 51.755 .863 
Total 62 57.299 
show any statistically significant diflFerences between the mean scores of the three custodial 
groups even though the F-probability was .05 at the .05 level (F [2,60] = 3.21). However, 
group three showed higher mean scores (mean = 5.39) than groups one (mean = 4.94) and 
two (mean = 4.71). 
The Cronbach alpha internal consistency reliability coefBcient was calculated to gain 
an estimate of the internal consistency of the organizational commitment questions in the 
survey. In addition, reliability coeflRcients were calculated for the three factors of the 
commitment. A satisfactory estimates of reliability were attained for the commitment (.87) and 
for the commitment factors: Intent to Stay = .65; Motive to Perform = .86; and Value 
Agreement with the Organization = .78 
Research Question 4: Is there a significant relationship between behavioral norms and 
organizational commitment for each custodial group? 
Research question four asked about the degree of relationship between the custodians' 
behavioral norms and organizational commitment. It was assumed that highly desirable norms 
of behavior might have an impact on organizational commitment. 
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Pearson correlation coefiBcients were computed to determine the relationship between 
behavioral norms and organizational commitment for all three groups. However, it was 
arbitrary decided for this research that those results with a variance of (r2 = .50) and above 
will be considered as high correlations. Table 16 shows the results of these correlations. There 
were statistically significant correlations at the .05 level between "Task Support" norms and 
both of "Motive to Perform" (r = .44) and "Value Agreement with the Organization" 
(r = .49); also between "Task Innovation" and both of "Motive to Perform" (r = .33) and 
"Value Agreement with the Organization" (r = .41); between "Social Relationship" and both 
of "Motive to Perform" (r =.45) and "Value Agreement with the Organization" (r = .53); and 
between "Personal Freedom" and "Intent to Stay" (r = .28). 
These results suggest that the favorable perceptions of the behavioral norms (Task 
Support, Task Innovation, and Social Relationship) might correlate positively with custodians' 
motivation to perform and their Agreement with the Organization's values. The results also 
Table 16. Pearson correlation coefiBcients for the relationships between behavioral norms 
and organizational commitment for all custodial groups 
Intent to Stay Motive to Perform Value Agreement 
Task Support .23 44** 49»* 
Task Innovation .22 .33* 41** 
Social Relationship .24 .45** .53** 
Personal Freedom .28* .05 .17 
* Significant at p < .05 ** Significant at p < .01 
63 
show that the custodians' intent to stay in the organization did not correlate with the 
behavioral norms in the workplace with the exception of "Personal Freedom" norms. 
However, these results do not suggest any practical implications. 
As Table 16 shows, there were no statistically significant correlations between "Intent 
to Stay" with the organization and each of these three types of behavioral norms; Task 
Support, Task Innovation, and Social Relationship (r = .23, r = .22, and r = .24); also there 
were no statistically significant correlations between "Personal Freedom" norms and both 
"Motive to Perform" (r = .05) and "Value Agreement with the Organization (r = . 17). 
Pearson correlation coefficients were also computed to identify the relationship 
between behavioral norms and organizational commitment for each group separately. Tables 
B7, B8, and B9 (Appendix B) show the results of these correlations. For group one, there 
were statistically significant correlations at the .05 level between "Task Support" norms and 
"Value Agreement with the Organization" (r = .49); and between "Personal Freedom" and 
"Value Agreement with the Organization" (r = .58). These results suggest that custodians in 
this group may agree more with the organization's values if they were able to enjoy their 
personal fi-eedom of self-expression, pleasing oneself, and exercising discretion. In addition, 
the amount of help and information custodians receive fi-om their supervisors tend to impact 
their acceptance of the organization's values. 
The results for group two showed statistically significant correlations at the .05 level 
between "Task Irmovation" and both "Motive to Perform" (r = .49) and "Intent to Stay" 
(r = .54); and between "Social Relationship" and "Intent to Stay" (r = .60). It suggests that for 
custodians in group two, their desire to stay with the organization and their motivation to 
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perform their jobs are influenced by work environment. Promoting and encouraging creativity 
and applying new and innovative work methods tend to correlate positively with custodians' 
desire to stay with the organization as well as their motivation to perform their job. 
Encouraging social interactions at work also correlates positively with custodians' desire to 
stay with the organization. 
Group three showed statistically significant correlations at the .05 level between "Task 
Support" norms and both, "Motive to Perform" (r = .70), and "Value Agreement with the 
Organization" (r = .71); between "Task Innovation" and both of "Motive to Perform" 
(r = .44) and "Value Agreement with the Organization" (r = .54); between "Social 
Relationship" and both, "Motive to Perform" (r = .62), and "Value Agreement with the 
Organization" (r = .76). These results suggest that custodians in group three value the social 
relationship at their workplace as well as their supervisors' help and encouragement to 
promote a creative work environment. They believe that this type of environment may 
enhance their motivation to perform and could increase their acceptance of the organization's 
values. 
Research Question 5: Is there a significant relationship between shared values and 
organizational commitment for each custodial group? 
Research question five asked about the degree of relationship between the custodians' 
shared values and organizational commitment. It was assumed that highly shared values might 
have an impact on organizational commitment. 
Pearson correlation coefficients were computed to determine the relationship between 
the custodians' shared values and organizational commitment for all three groups. However, it 
was arbitrary decided for this research that those results with a variance of (r2= .50) and 
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above will be considered as high correlations. Data presented in Table BIO (Appendix B) 
shows the results of Pearson correlations. There were statistically significant correlations at 
the .05 level between "Motive to Perform" and all of the following shared values: 
Organizational Climate (r = .55); Job Design (r = .57); and Peer Leadership (r = .36). 
The results also show that there were statistically significant correlations at the .05 
level between "Value Agreement with the Organization" and all of the following shared 
values; Organizational Climate (r = .68); Job Design (r = .60); Supervisory Leadership 
(r = .33); and Peer Leadership (r = .36). Statistically significant correlations were also 
observed between "Intent to Stay" and both "Organizational Climate" (r = .26), and Job 
Design (r = .27). 
These results suggest that custodians in all three groups believe that rewards and 
recognition correlate positively with their motivation. Clear expectations about their job have 
the same influence on their motivation. Custodians in all three groups also reported that 
improving work conditions, communication flow, and decision-making practices have a 
positive impact on their motivation. 
The results also suggest that custodian mtentions to stay with the organization are 
influenced by organizational climate factors such as communication flow, decision-making 
practices, and organization of work; and by job design elements such as job rewards, job 
challenges, and job clarity. Supervisory leadership and peer leadership have no influence on 
custodians' intention to stay with the organization. 
Pearson correlation coefficients were also computed to determine the relationship 
betw e e n  s h a r e d  v a l u e s  a n d  o r g a n i z a t i o n a l  c o m m i t m e n t  f o r  e a c h  g r o u p  s e p a r a t e l y .  T a b l e  B l l  
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(Appendix B) shows the results of these correlations for group one. There were no 
statistically significant correlations at the .05 level between custodians' "Motive to Perform" 
their job and any of the shared values. However, the results show that there were statistically 
significant correlations at the .05 level between "Value Agreement with the Organization" and 
all of the following shared values: "Organizational Climate" (r = .80); "Job Design" (r = .79); 
Supervisory Leadership (r = .70). There were no statistically significant correlations between 
"Peer Leadership" and "Value Agreement with the Organization". 
Statistically significant correlations were observed between "Intent to Stay" and "Job 
Design" (r = .57), but no statistically significant correlations were found between "Intent to 
Stay" with the organization and "Organizational Climate", "Supervisory Leadership", and 
"Peer Leadership". For custodians in this group, shared values at the workplace have no 
correlation with their motivation to perform. Their intention to stay with the organization is 
correlated positively by the job design at the workplace. Custodians in this group believe that 
their values and the organization's values are congruent. 
Table B12 (Appendix B) shows the results for group two. There were statistically 
significant correlations at the .05 level between "Motive to Perform" and both Organizational 
Climate (r = .58), and Job Design (r = .72). No statistically significant correlations were found 
between custodians' "Motive to Perform" their job and both "Supervisory Leadership" and 
"Peer Leadership". 
There were also statistically significant correlations between "Value Agreement with 
the Organization" and both Organizational Climate (r = .52), and Job Design (r = .56), but no 
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statistically significant correlations were observed between "Value Agreement with the 
Organization" and both "Supervisory Leadership" and "Peer Leadership". 
Results for group two also show statistically significant correlations between "Intent to 
Stay" and all of the following shared values: Organizational Climate (r = .62); Job Design 
(r = .47); and Peer Leadership (r = .48). "Supervisory Leadership" had no statistically 
significant correlations with custodians' "Intent to Stay" with the organization. 
These results suggest that, unlike group one, custodians' motivation in this group is 
influenced by the type of job design and by the organizational climate. This group perceives 
that their values are congruent with the organization's values when there are improvements in 
job design and organizational clunate. Group two reported that their intention to stay with the 
organization is influenced by these values: Organizational Climate, Job Design, and Peer 
Leadership. 
Group three shows statistically significant correlations at the .05 level (Table B13, 
Appendix B) between "Motive to Perform" and all of the following shared values: 
Organizational Climate (r = .66); Job Design (r = .50); and Peer Leadership (r = .45). 
However, no statistically significant correlations found between "Motive to Perform" and 
"Supervisory Leadership". There were also statistically significant correlations between 
"Value Agreement with the Organization" and all of the shared values: Organizational Climate 
(r = .64); Job Design (r = .48); Supervisory Leadership (r = .47); and Peer Leadership 
(r = .52). As for custodians' mtent to stay with the organization, there were no statistically 
significant correlations between it and any of the shared values. 
68 
The resuhs for group three suggest that custodians' motivation to perform correlates 
positively with improved organizational climate and job design. Surprisingly, their intention to 
stay is not correlated by any of the shared values at their workplace. 
Research Question 6: Are there significant differences (p<.05) between selected 
demographic characteristics in their perceptions of behavioral norms, shared values, and 
organizational commitment? 
Research question six required examining the following; 
1. Gender and behavioral norms; 
2. Gender and shared values; 
3. Gender and organizational commitment; 
4. Age and behavioral norm; 
5. Age and shared values; 
6. Age and organizational commitment; 
7. Level of formal education and behavioral norms; 
8. Level of formal education and shared values; 
9. Level of formal education and organizational commitment; 
10. Organizational tenure and behavioral norms; 
11. Organizational tenure and shared values; 
12. Organizational tenure and organizational commitment; 
1. Are there significant differences at the. 05 level between females and males in their 
perceptions of behavioral norms? 
Two-tailed t-tests were performed to evaluate observed differences between females 
and males in responses related to behavioral norms. Table 17 presents the results of t-tests 
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Table 17. T-test analysis of difference in "Task Support" between females and males 
Group N Mean S.D. t-value t-prob. 
Female 36 5.50 1.95 1.84 .07 
Male 20 4.50 1.93 
regarding "Task Support" norms of behavior. It was observed that there were no statistically 
significant differences at the .05 level between females and males in their perceptions about 
these behavioral norms at their workplace. It was noticed that the mean scores of females 
(mean = 5.50) are slightly higher in this group of norms than the mean scores of males 
(mean = 4.50); these results are not considered to be significant. 
Table 18 presents the results of t-tests regarding "Task Innovation" behavioral norms. 
It was observed that there were no statistically significant differences at the .05 level between 
females and males in their perceptions about this group of behavioral norms. It was noticed 
that the mean scores of females (mean = 5.46) are slightly higher in this group of norms than 
the mean scores of males (mean = 4.32); these results are not considered to be significant. 
Table 18. T-test analysis of difference in "Task Innovation" between females and males 
Group N Mean S.D. t-value t-prob. 
Female 37 5.46 2.08 1.78 .08 
Male 19 4.32 2.63 
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Table 19 presents the results of t-tests regarding "Social Relationship" behavioral 
norms. It was observed that there were statistically significant diflferences at the .05 level 
between females and males in their perceptions about the "Social Relationships" norms of 
behavior at their workplace. It was noticed that the mean scores of females (mean = 5.8) 
higher in this group of norms than the mean scores of males (mean = 4.32); these results 
indicate that female custodians perceive that their work envirormient allows them to engage in 
greater social relationships compared to their male counterparts. 
Table 20 presents the results of t-tests regarding "Personal Freedom" norms of 
behavior. It was observed that there were no statistically significant differences at the .05 level 
between females and males in their perceptions about these behavioral norms at their 
workplace. It was noticed that the mean scores of females (mean = 4.31) are slightly higher 
Table 19. T-test analysis of difference in "Social Relationship" between females and males 
Group N Mean S.D. t-value t-prob. 
Female 36 5.89 1.58 2.57 .02 
Male 19 4.32 2.41 
Table 20. T-test analysis of difference in "Personal Freedom" between females and males 
Group N Mean S.D. t-value t-prob. 
Female 39 4.31 1.42 .82 .41 
Male 18 4.06 .87 
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than the mean scores of males (mean = 4.06); these results are not considered to be 
significant. 
2. Are there significant differences at the. 05 level between females and males in their 
perceptions of shared values? 
Two-tailed t-tests were performed to evaluate observed differences between females 
and males in their perceptions about values that are promoted at their workplace. Table 21 
presents the results of t-tests regarding "Organizational Climate". It was observed that there 
were no statistically significant differences at the .05 level between females and males in their 
perceptions about this group of values. It was also noticed that the mean scores of females 
(mean = 2.94) are slightly higher than the mean scores of males (mean = 2.69); these results 
are not considered to be significant. 
However, some subfactors of this group of values show statistically significant 
differences between females and males. Table 22 presents the results of t-tests regarding 
"Influence and Control" subfactor. It was observed that there were statistically significant 
differences at the .05 level between females and males in their perceptions about the degree of 
influence their supervisor, middle managers, and top managers have on what goes on in their 
workplace. It was noticed that the mean scores of females (mean = 3.80) are higher in this 
Table 21. T-test analysis of difference in "Organizational Climate" between females and 
males 
Group N Mean S.D. t-value t-prob. 
Female 41 2.94 .61 1.50 .14 
Male 20 2.69 .61 
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Table 22. T-test analysis of difference in "Influence and Control" between females and males 
Group N Mean S.D. t-value t-prob. 
Female 41 3.80 .77 3.01 .004 
Male 20 3.17 .75 
group of norms compared to males (mean = 3.17). These results indicate that females more 
than males believe that their managers enjoy considerable influence in deciding what goes on 
at work. 
Table 23 presents the results of t-tests regarding "Job Design". It was observed that 
there were statistically significant differences at the .05 level between females and males in 
their perceptions about job design at their workplace. It was noticed that the mean scores of 
females (mean = 3.25) are higher than male mean scores (mean = 2.75). These results indicate 
that females more than males believe that their job allows them to do different things, leam 
new techniques and methods, and use their skills and abilities. 
As for the subfactors from this group of values, the t-test results show statistically 
significant differences at the .05 level between females and males in their perceptions about 
Table 23. T-test analysis of difference in "Job Design" between females and males 
Group N Mean S.D. t-value t-prob. 
Female 40 3.25 .73 2.66 .01 
Male 20 2.75 .60 
73 
"Job Challenge". It was observed that the mean scores of females (mean = 3.46) are higher 
than the mean scores of males (mean = 2.81). These results indicate that females more than 
their male counterparts believe that their job challenges their skills and abilities (Table 24). 
The t-test results for "Job Rewards" indicated that there were statistically significant 
diJBferences at the .05 level between females and males in their perceptions about the rewards 
that their job offers. It was noticed that the mean scores of females (mean = 2.79) are higher 
than the mean scores of males (mean = 2.15). These results indicate that females more than 
males show more satisfaction with their job rewards (Table 25). 
Table 26 presents the results of t-tests regarding "Supervisory Leadership". It was 
observed that there were no statistically significant differences at the .05 level between females 
and males in their perceptions about their supervisors. It was noticed that the mean scores of 
Table 24. T-test analysis of difference in "Job Challenge" between females and males 
Group N Mean S.D. t-value t-prob. 
Female 40 3.46 1.00 2.46 .02 
Male 20 2.81 .88 
Table 25. T-test analysis of difference in "Job Reward" between females and males 
Group N Mean S.D. t-value t-prob. 
Female 40 2.79 1.02 2.52 .02 
Male 20 2.15 .73 
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Table 26. T-test analysis of difference in "Supervisory Leadership" between females and 
males 
Group N Mean S.D. t-value t-prob. 
Female 40 3.46 .90 1.15 .26 
Male 20 3.19 .82 
females (mean = 3.46) are slightly higher compared to males (mean = 3.19); however, these 
results are not considered to be significant. 
Table 27 presents the results of t-tests regarding "Peer Leadership". It was observed 
that there were no statistically significant differences at the .05 level between females and 
males in their perceptions of their peers. It was noticed that the mean scores of females 
(mean = 2.92) are slightly higher than males mean scores (mean = 2.91); however, these 
results are not considered to be significant. 
3. Are there significant differences at the. 05 level between females and males in their 
organizational commitment? 
Two-tailed t-tests were performed to evaluate observed differences between females 
and males organizational commitment. Table 28 presents the results of t-tests regarding the 
Table 27. T-test analysis of difference in "Peer Leadership" between females and males 
Group N Mean S.D. t-value t-prob. 
Female 41 2.92 .87 .05 .96 
Male 20 2.91 1.07 
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Table 28. T-test analysis of difference in "Intent to Stay" between females and males 
Group N Mean S.D. t-value t-prob. 
Female 41 3.95 1.16 .78 .44 
Male 20 3.71 1.06 
"Intent to Stay" factor of organizational commitment. It was observed that there were no 
statistically significant differences at the .05 level between females and males in their intentions 
to stay with the organization. It was noticed that the mean scores of females (mean = 3.95) 
are slightly higher than the mean scores of males (mean = 3.71); these results are not 
considered to be significant. 
Table 29 presents the results of t-tests regarding "Motive to Perform". It was observed 
that there were statistically significant differences at the .05 level between females and males 
in their motivation to perform their job. It was noticed that the mean scores of females 
(mean = 4.47) are higher than males (mean = 3.63). These results indicate that females have 
more motivation to perform their job than their male peers. 
Table 29. T-test analysis of difference in "Motive to Perform" between females and males 
Group N Mean S.D. t-value t-prob. 
Female 41 4.47 1.32 2.39 .02 
Male 20 3.63 1.22 
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Table 30 presents the results of t-tests regarding "Value Agreement with the 
Organization". It was observed that there were statistically significant differences at the .05 
level between females and males in their Agreement with the Organization's values. It was 
noticed that the mean scores of females (mean = 5.30) are higher than the mean scores of 
males (mean = 4.66). These results indicate that females agree more with the organization's 
values than their male peers. 
Table 30. T-test analysis of difference in "Value Agreement with the Organization" between 
females and males 
Group N Mean S.D. t-value t-prob. 
Female 41 5.30 .90 2.54 .01 
Male 20 4.66 .97 
4. Are there significant differences at the. 05 level between age groups in their 
perceptions of behavioral norms? 
Oneway analysis of variance (ANOVA), tests for homogeneity were performed at the 
.05 level of significance to identify possible differences among age groups in their perceptions 
about behavioral norms at their workplace. Tables 31 - 34 present the results of the analysis of 
variance between the age groups represented in this sample. It was observed that there were 
no statistically significant differences at the .05 level between these age groups in their 
perceptions about behavioral norms (Task Support, Task Innovation, Social Relationships, 
and Personal Freedom) at their workplace. 
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Table 31. Analysis of variance for "Task Support" among age groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 15.032 5.011 1.255 .30 
Within groups 53 211.530 3.991 
Total 56 226.561 
Table 32. Analysis of variance for "Task Innovation" among age groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 10.680 3.560 .652 .59 
Within groups 53 289.250 5.458 
Total 56 299.930 
Table 33 Analysis of variance for "Social Relationship" among age groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 8.858 2.953 .718 .55 
Within groups 52 213.696 4.110 
Total 55 222.554 
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Table 34. Analysis of variance for "Personal Freedom" among age groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 2.889 .963 .576 .63 
Within groups 54 90.232 1.671 
Total 57 93.121 
5. Are there significant differences at the . 05 level between age groups in their 
perceptions of shared values? 
Oneway analysis of variance (ANOVA), tests for homogeneity were performed at 
the .05 level of significance to identify possible differences among age groups in their 
perceptions about shared values at their workplace. Table 35 presents the results of the 
analysis of variance between the age groups represented in this sample in their perceptions 
about "Organizational Climate" group of shared values. It was observed that no statistically 
significant differences (F [3, 58] = 2.20) exist between the mean scores of these age groups on 
Table 35. Analysis of variance for "Organizational Climate" among age groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 2.395 .798 2.198 .10 
Within groups 58 21.070 .363 
Total 61 23.466 
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their perceptions of Organizational Climate. However, results of analysis of variance between 
age groups in regard to some subfactors produced statistically significant differences. 
"Organization of Work" produced statistically significant differences (F [3, 58] = 3.87) 
between the mean scores of the age groups (Table 36). Through the Scheflfe procedure, the 
age group of (45-55 years) was identified as being significantly different at the .05 level from 
the rest of the age groups in their perceptions about issues related to their department's 
organization of work. This age group perceived favorably their organization's efforts to 
improve working conditions. 
The results of analysis of variance between age groups represented in this sample in 
their perceptions about 'TDecision-Making Practices" also produced statistically significant 
differences (F [3, 58] = 4.19) between the mean scores of the age groups (Table 37). Through 
the Scheflfe procedure, the age groups of (45-55 years) and (over 55 years) both were 
identified as being significantly different at the .05 level fi^om the rest of the age groups in their 
perceptions about the decision-making process in their department. These two age groups 
report more favorably about the decision-making practices at their workplace than the rest of 
age groups. 
Table 36. Analysis of variance for "Organization of Work" among age groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 5.469 1.823 3.871 .01 
Within groups 58 27.314 .471 
Total 61 32.783 
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Table 37. Analysis of variance for "Decision Making Practices" among age groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 9.685 3.228 4.192 .01 
Within groups 58 44.670 .770 
Total 61 54.355 
Analysis of variance results for "Concern for People" between the different age groups 
that are represented in this sample produced statistically significant differences (F [3, 58] = 
4.25) between the mean scores of the age groups (Table 38). Through the Scheflfe procedure, 
the age groups of (45-55 years) and (over 55 years) were identified as being significantly 
different at the .05 level firom the rest of the groups in their perceptions about the 
department's concern for its employees. These two age groups report more favorably about 
the organization interest in the welfare of its people than the rest of the age groups. 
Table 39 shows the results of the analysis of variance between the age groups 
represented in this sample in their perceptions about "Job Design" group of values. It was 
Table 38. Analysis of variance for "Concern for People" among age groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 8.242 2.747 4.293 .01 
Within groups 58 37.122 .640 
Total 61 45.364 
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Table 39. Analysis of variance for "Job Design" among age groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 3.971 1.324 2.807 .04 
Within groups 57 26.875 .472 
Total 60 30.845 
observed that this procedure produced statistically significant differences (F [3, 57] = 2.81) 
between the mean scores of the age groups. Through the Schefife procedure, the age group of 
(over 55 years) was identified as being significantly different at the .05 level firom the rest of 
the age groups in their perceptions about values related to job challenge, job rewards, and job 
clarity. They perceive these values more favorably than the rest of the age groups. 
"Job Clarity" showed statistically significant differences (F [3, 57] = 3.95) between the 
mean scores of the age groups (Table 40). Through the Schefife procedure, the age group of 
(over 55 years) was identified as being significantly different at the .05 level fi"om the rest of 
the groups. Job expectations are more clear to them than the rest of the age groups. 
Table 40. Analysis of variance for "Job Clarity" among age groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 6.124 2.041 3.945 .01 
Within groups 57 29.493 .517 
Total 60 35.618 
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Table 41 presents the results of the analysis of variance between the age groups 
represented in this sample in their perceptions about "Supervisory Leadership". It was 
observed that no statistically significant differences (F [3, 57] = 1.33) exist between the mean 
scores of these age groups on their perceptions about the support and help they receive from 
their supervisors, and about the supervisors' leadership abilities. 
Table 42 presents the results of the analysis of variance between the age groups 
represented in this sample in their perceptions about "Peer Leadership". It was observed that 
no statistically significant differences (F [3, 58] = . 13) exist between the mean scores of these 
age groups on their perceptions about their peers' leadership abilities. 
Table 41. Analysis of variance for "Supervisory Leadership" among age groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 2.987 .996 1.326 .27 
Within groups 57 42.809 .751 
Total 60 45.797 
Table 42. Analysis of variance for "Peer Leadership" among age groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 .337 .112 .126 .94 
Within groups 58 51.896 .895 
Total 61 52.233 
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6. Are there significant differences at the . 05 level between age groups in their 
commitment to the organization? 
Oneway analysis of variance (ANOVA), tests for homogeneity were performed at the 
.05 level of significance to identify possible differences among age groups in their 
organizational commitment. Table 43 shows the results of the analysis of variance between the 
age groups represented in this sample in their feelings about "Value Agreement with the 
Organization". It was observed that this procedure produced statistically significant 
diflFerences (F [3, 58] = 3.03) between the mean scores of these age groups. Through the 
Schefife procedure, the age group of (45-55 years) was identified as being significantly 
different at the .05 level fi^om the rest of the age groups. It was observed that this age group 
feel that their values are congruent with the organization's values. 
Table 44 presents the results of the analysis of variance between the age groups 
represented in this sample about their "Motive to Perform". It was observed that this 
procedure produced statistically significant differences (F [3, 58] = 3.02) between the mean 
scores of these age groups on their motivation to perform. Through the Schefife procedure, 
T able 43. Analysis of variance for "Value Agreement with the Organization" among age 
groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 7.603 2.535 3.030 .04 
t 
Within groups 58 48.523 .837 
Total 61 56.126 
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Table 44. Analysis of variance for "Motive to Perform" among age groups 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 14.606 4.869 3.024 .04 
Within groups 58 93.381 1.610 
Total 61 107.987 
the age group of (45-55 years) was identified as being significantly different at the .05 level 
fi^om the rest of the age groups. It was observed that they report more motivation to perform 
their job than the rest of the age groups. 
Table 45 presents the results of the analysis of variance between the age groups 
represented in this sample in their "Intent to Stay" with the organization. It was observed that 
no statistically significant differences (F [3, 58] = 1.51) exist between the mean scores of these 
age groups on their intentions to stay with the organization. 
Oneway analysis of variance (ANO VA) tests for homogeneity were performed at the 
.05 level of significance to identify possible differences in the custodians' perceptions of the 
behavioral norms, shared values, and the extent of organizational commitment based on their 
Table 45. Analysis of variance for "Intent to Stay" among age groups 
Source df Simi of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 5.559 1.853 1.507 .22 
Within groups 58 71.324 1.230 
Total 61 76.883 
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organizational tenure and level of formal education. It was observed that there were no 
statistically significant differences at the .05 level between all groups, regardless of their 
organizational tenure or level of formal education, in their perceptions about behavioral 
norms, shared values, and organizational commitment. Tables Cl-CIl and Dl-Dl 1 
(Appendices C and D) show the results of these analysis. 
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CHAPTER 5. SUMMARY, DISCUSSION, CONCLUSIONS, 
IMPLICATIONS, AND RECOMMENDATIONS 
This chapter is organized into five sections. The first section provides an overview of 
the purposes and procedures of this study. The second section further discusses the results of 
the study. Research conclusions are drawn in the third section. In the fourth section practical 
implications are drawn based on results and conclusions; and the final section presents 
recommendations for fiirther research. 
Summary of the Study 
The purpose of this study was to examine whether three custodial groups in the same 
organization differ in their behavioral norms and shared values. And, if so, to what extent do 
theses differences impact organizational commitment. The research questions were concerned 
with whether there were any differences in the perceptions of three custodial groups of their 
behavioral norms and shared values; and whether there were any relationships between these 
two components of organizational culture and the organizational commitment of the 
custodians. 
A survey was administered to 63 custodians in three different locations. Six main 
research questions that were presented in Chapter 1, and restated in Chapter 4, were used to 
address the research problem. The need for this study originated fi-om the lack of research on 
these issues. 
A majority of participants in the study, 41, (65.1%) were females. Twenty-six 
custodians (41.3%) were between 45 and 55 years old. The level of formal education of most 
custodians was high school-level 36 (57.1%). One custodian had no formal education. The 
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majority of custodians (19) (30.2%) had been working in their current position between ten 
and fifteen years, while 9 participants (14.3%) were working in the same position for at least 
20 years or more. A summary of the findings of this study follows; 
Behavioral norms 
1. There were no significant differences among the three custodial groups perceptions 
about behavioral norms practiced at their workplace. 
2. All three custodial groups reported that the behavioral norms at their workplace are 
favorable. 
3. Groups one and three reported that "Social Relationship" norms that exist at their 
workplace are more favorable than the other three types of behavioral norms (Task 
Support, Task Innovation, and Personal Freedom). 
4. Group two reported that "Task Support" and "Task Innovation" norms are the most 
favorable norms of behavior at their workplace. 
5. All three groups reported that "Personal Freedom" norms are not favorable at their 
workplace. 
6. Group three had the highest number of favorable norms among all three groups. 
Shared values 
7. All three groups reported that values are not favorable at their workplace. 
8. All three custodial groups shared similar perceptions about the influence of their 
management teams. 
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9. All three groups reported that their supervisors are friendly, easy to approach, and are 
willing to help. 
10. All three groups had negative reporting about the "Decision-Making Practices", the 
"Communication Flow", and the "Job Rewards" at their workplace. 
11. Group three had the highest number of favorable responses among the three groups in 
regard to the shared values promoted at their workplace. 
12. There were statistically significant differences among the three custodial groups in their 
reporting about the "Organization of Work" at their workplace. Group three had higher 
mean scores than the other two groups. 
13. There were statistically significant differences among the three groups in their reporting 
about "Job Rewards". Group three had a higher mean score than the other two groups. 
Organizational commitment 
14. All three groups are willing to put in extra efforts to help the organization succeed. 
15. Group one showed a stronger desire to stay with the organization than the other two 
groups. 
16. Group three indicated that they were more motivated to perform their job compared to 
the other two groups. 
17. There were statistically significant differences among the three groups in their "Motive 
to Perform", with groups three and two showing higher motivation than group one. 
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Correlations 
18. There were statistically significant correlations between "Task Support", "Task 
Innovation" and "Social Relationship" behavioral norms and both "Motive to Perform" 
and "Value Agreement with the Organization". 
19. There were statistically significant correlations between "Personal Freedom" and "Intent 
to Stay". 
20. No statistically significant correlations were observed between "Intent to Stay" and 
(Task Support, Task Innovation, and Social Relationship). 
21. There were statistically significant correlations between "Motive to Perform" and 
"Organization of Work; Decision-Making Practices; Communication Flow; Concern for 
People; Influence and Control; Coordination; Job Challenge; Job Rewards; Peer 
Support; Peer Team Building; Peer Goal Emphasis; and Peer Work Facilitation". 
22. There were statistically significant correlations between "Value Agreement with the 
Organization" and "Organization of Work; Decision Making Practices; Communication 
Flow; Concern for People; Influence and Control; Absence of Bureaucracy; 
Coordination; Job Challenge; Job Rewards; Supervisory Team Building; Supervisory 
Goal Emphasis; Peer Support; Peer Team Building; Peer Goal Emphasis; and Peer Work 
Facilitation". 
23. There is no practical significance to the positive correlations found between behavioral 
norms and organizational commitment since it falls below r2=.50. 
24. There is a practical significance to the positive correlations found between 
"Organizational Climate" and "Value Agreement with the Organization"; between 
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"Concern for People" and both of "Value Agreement with the Organization" and 
"Motive to Perform"; and between "Job Reward" and both "Motive to Perform" and 
"Value Agreement with the Organization". 
25. Female custodians showed more motivation to perform their job and more Agreement 
with the Organization's values than their male peers. 
Discussion of the Findings 
This research was guided by two major questions: the differences between the three 
custodial groups in their perceptions about behavioral norms and shared values; and the 
impacts of these differences on the custodian's organizational commitment. The results of this 
study indicate that there are three major findings. First, there were no significant differences 
between the three custodial groups in their perceptions about behavioral norms and shared 
values. Second, all three groups reported favorably about the behavioral norms and 
unfavorably about the shared values that are accepted, practiced, and promoted at their 
workplace. Finally, all three groups reported an overall strong commitment to their 
organization. 
Differences between custodial groups in their behavioral norms and shared values will 
be discussed based on results of their perceptions of these norms and values. Impact of the 
differences on the custodian's organizational commitment will be discussed based on their 
motivation to perform, intent to stay with the organization, and value Agreement with the 
Organization. 
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Conclusions and discussion related to behavioral norms 
Results of custodians' perceptions of the behavioral norms at their workplace indicate 
that these norms were perceived favorably among all three groups. There were no statistical 
significant differences among the three groups on their perceptions of the norms at their 
workplace. This suggests that their main organization has a strong culture that dominates any 
subculture that might exist. The strength of a culture is the amount of consensus among its 
members about the type of norms and values that will dominate its environment (Nystrom, 
1993). All three groups agreed on the type of norms that dominate their environment, and all 
three groups perceived them as favorable norms. As a result, the Residence department needs 
to reinforce these desired norms to improve custodians' commitment to the organization. 
However, custodians' perceptions about "Personal Freedom" norms at their workplace were 
the least favorable among all other norms. 
The most favorable norms were "Social Relationship" followed by "Task Support" 
norms. This suggests that custodians believe that their work environment facilitates social 
interactions between its employees which will improve custodians' ability to share information 
with others that will help and support them. In their perceptions, these two types of norms are 
inter-related with each other. The high scoring on "Social Relationship" norms may be 
attributed to the fact that 65.1% of the total custodians participated in this study were 
females. 
The most favorite single norm of behavior among all three groups was "Live for 
yourself or your family". It was observed that all members of group one, ninety four percent 
of group two, and eighty two percent of group three reported that this single norm is 
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dominant at their workplace. This result could indicate that the management of all these 
groups encourages custodians to put their families and themselves first. This might improve 
the morale of the custodians as well as their motivation, and create a family-like atmosphere at 
the workplace. 
Two norms of behavior fi-om the "Task Support" type had equally high favorable 
perceptions. One was "Complete task in the best possible way" and the second was "Share 
information to help the organization make a better decision". This implies that custodians care 
about the quality of work they do. It also implies that custodians care about their organization 
and the type of decisions it makes. They want the management to have adequate information 
before making any decision that might affect their well-being. 
The three custodial groups reported that new ideas, creativity, and change are 
encouraged at their workplace. This means that management solicits new ideas from its 
employees and encourages them to be creative in what they do, and to take responsibility for 
the outcome of their work. This is to be done, however, in a way to "Please the organization" 
and not to "Please themselves". This was indicated by the custodians' perceptions about the 
accepted norm of behavior at their workplace. Less than (30%) of all custodians felt that the 
accepted norm was "Do what pleases you"; while the majority felt that the accepted norm was 
"Do what pleases the organization". 
However, there was no indication from the results to suggest that custodians' intention 
to stay is influenced by their work environment. Their decision to stay is influenced probably 
by other factors such as financial gain, medical and retirement benefits, and job market. All 
three groups indicated that a work environment that promotes creativity, encourages change. 
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and concerns itself with efficiency is more likely to motivate custodians and increase their 
acceptance of the organization's values. 
Conclusions and discussion related to shared values 
Custodians' perceptions about the shared values that are promoted at the workplace 
were unfavorable. They all agree on them but they do not agree with most of them. This 
similarity and homogeneity of perceptions among custodians implies that their main 
organization has a strong dominant culture. The strength of a culture is the amount of 
consensus among its members about the type of norms and values that will dominate its 
enviroimient (Nystrom, 1993). As Sathe (1985) stated "... a strong culture is characterized 
by homogeneity, simplicity, and clearly ordered assumptions" (p.32). All three groups agreed 
on the type of shared values that dominate their environment. However, this agreement did 
not mean that they fiilly accept all of these shared values. All three groups reported favorable 
perceptions about their supervisors' willingness to help them do their job right. Custodians 
perceive their supervisors as friendly, easy to approach, and willing to listen to their work-
related problems. This implies that custodians' attitudes toward their supervisors were 
positive which might impact their performance. 
On the other hand, custodians believe that "Decision Making" practices and 
"Commimication Flow", both are management's responsibility, are among the least accepted 
values. This implies that even though supervisors are open, friendly and easy to approach, 
their management style is top-down management because communication flows in one 
direction-from supervisors to custodians; and also because custodians believe that they are not 
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allowed to participate in the decision making process especially those decisions that affect 
them. 
Ahnost all custodians felt that there was a lack of recognition and rewards for what 
they do. This is probably because they believe that their work is at the lowest scale of 
importance in the organization as some have indicated through comments made during the 
collection of data. On the subject of peer leadership the expectations were that the majority of 
custodians might perceive favorably their peer leadership abilities, but results reflected 
otherwise. This implies that custodians do not feel that their peers are as helpful to them as 
they should be. Most custodians perceived their supervisors more helpful than their peers. Is 
this a result of a management style to keep custodians from relying on each other for help and 
assistance and look always toward the management for that? 
According to the results of Pearson correlations between shared values and 
organizational commitment, it was observed that "Concern for People" correlates positively 
with "Motive to Perform" and "Value Agreement with the Organization". Surprisingly, 
supervisory leadership did not show any impact on custodians' motivation. 
It was also observed that improving the communication and decision making processes 
as well as eliminating or minimizing red tape at work could improve custodians' acceptance of 
the organization's values. Custodians indicated that if they will be given the opportunity to 
learn new things and be able to use their own skills at work, then their decision to stay with 
the organization will be impacted positively. This reflects the need for improvement in those 
areas. The desired type of shared values that are related to these issues needed to be promoted 
at the workplace. 
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Conclusions and discussion related to organizational commitment 
Results indicate that custodians in all three groups show a strong commitment to their 
organization. They all are willing to put forth efforts to help the organization succeed, and 
they all feel that their values are similar to the organization's values. This could be a result of 
the favorable perceptions they have about behavioral nonns at their workplace. Nystrom 
(1990) suggested that there is a positive correlation between organizational commitment and 
desired norms. 
As for the custodians' intention to stay with the organization, results show mixed 
feeUngs. Two groups out of three did not show a high desire to stay; they will leave if the 
opportunity comes. But they are staying probably for reasons other than loyalty. Group one 
indicated a slightly higher desire to stay than the other two groups. AH groups feel that there 
is not much to be gained by sticking with the department indefinitely. Allen and Meyer (1990) 
believe that employees with a strong sense of continuance commitment remain with their 
organization because they need to for financial reasons. 
Some single items of the organizational commitment factors showed mixed reactions. 
In the "Value Agreement with the Organization" factor, a question that stated "I find that my 
values and the department's values are very similar", both groups one and two did not feel 
that way. They disagree with this statement. This disagreement reflects a "value gap" between 
custodians and their department which explains lack of custodians' loyalty to their 
department. Results show that even though custodians in aU three groups care about the fate 
of their department, they do not feel loyal to it. 
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Conclusions and discussion related to some demographic difTerences 
Results of the differences between males and females in their perceptions about 
behavioral norms indicate that female custodians perceive that their work environment allows 
them to engage in greater social relationships compared to their male counterparts. 
Results also show that female custodians believe that their job is more rewarding and 
challenging compared to male custodians. This implies that female custodians are satisfied 
with their jobs more than their male counterparts. 
Female custodians also show greater motivation to perform their job and more 
acceptance of the organization's values than their male peers. One explanation for this finding 
could be that female satisfaction with their job as well as greater social interactions at work 
increased their motivation and improved their acceptance of the organization's values. 
Different age groups show no differences in their perceptions about behavioral norms. 
This implies that all ages share the same favorable feelings about behavioral norms at their 
workplace. Age groups 45-55 years and over 55 years believe that the decision-making 
process is not as bad as the rest of the age groups perceive it. These two age groups believe 
that the organization is really concerned about the well-being and the welfare of its employees. 
Custodians who are over 55 years of age understand their job more than the rest of the age 
groups. They know exactly what is expected fi-om them, and how to do their job right. 
Implications 
This study provides some insights into the organizational culture components 
(behavioral norms and shared values) that are promoted and practiced among custodians at 
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three different locations. It also provides some insights about the impacts of organizational 
culture on organizational commitment. 
The findings of this study may contribute to the Residence departments' ability to 
identify the desired norms of behavior as well as the commonly shared values needed to 
improve the organizational commitment of its custodians; and may present some implications 
for the management of the department. Identifying the relationship between custodians' 
perceptions of behavioral norms and organizational commitment; and between shared values 
and organizational commitment may serve to guide the management in improving work 
conditions, and help them understand the implications of organizational culture on 
organizational commitment. A review of the literature indicates that high worker commitment 
often characterizes successful organizations (O'Reilly, 1989). 
Also, the results of this study might provide members of the Residence department 
with a fi-amework for reinforcing the desired norms and values that will enhance custodians' 
performance and for making the necessary changes needed for that. Understanding the culture 
of the three workplaces provides management with important information on how culture 
affects custodians, and on how changes in culture occurring in the workplace might influence 
custodians' attitudes toward their organization, their supervisors, and their peers. 
Resiolts of custodians' perceptions about behavioral norms and shared values also 
suggest some implications for employers. If employers know the relationship between 
organizational culture and organizational commitment; then, it would develop clear ideas on 
how the organization and its employees can work together to accomplish their goals. 
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Furthermore, the organization can design orientation plans to introduce new workers to the 
organization and its culture in a way that will minimize cultural conflicts. 
The finding that custodians perceive unfavorably the communication flow and the 
decision-making practices presents some implications for the management of the Residence 
department. One of the reasons why custodians in groups one and two have low motivation to 
perform their jobs seems to be because they feel that management does not involve them in 
the decision-making process, especially when the decisions are going to aflfect them. They also 
seem to believe that there is not enough information shared with them about what is going on 
in other departments of the organization that might impact their jobs. This hypothesis is 
supported by the results of the study on the relationship between the custodians' motive to 
perform and their perceptions about the communication flow and the decision-making 
practices at their workplace. This could be one area of improvement that the Residence 
department might want to explore. 
Custodians have indicated the need to improve their "Social Relationship" at work and 
their "Personal Freedom" norms of behavior. One of the reasons why many custodians do not 
feel loyal to the Residence department seems to be because these norms of behavior were not 
practiced enough at the workplace. This hypothesis is supported by the findings of the study 
that indicate strong relationship between custodians' intention to stay and the practices of 
social relationship and personal fireedom at work. This is another area that needs some 
improvements. 
Findings related to the custodians' perceptions about job rewards and job challenges 
also suggest that improvement is needed in the reward and recognition structure of the 
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Residence department. It also suggests that custodians value the importance of training to 
improve their own skills and abilities. This presents some implications for organizations who 
want to improve the performance of their employees. Creating and maintaining a reward 
system that is feasible and reasonable; and maintaining a training program that improves 
workers' skills might enhance workers' motivation and increase their loyalty to the 
organization. 
Many shared values could impact custodians' motivation. This presents some 
implications for employers who are interested in improving their organization's eflBciency and 
performance. Results on custodians' perceptions of shared values may serve to guide 
employers in identifying the workers desired values and trying to match them with their own 
values. Employers need to understand that identifying workers' values and trying to match it 
with their own values would benefit both of them. Finally, results fi^om this study suggest that 
the management of the Residence department has a crucial role in improving custodians' 
commitment by adapting, promoting, and practicing more favorable work values and by 
reinforcing the behavioral norms that are practiced at the workplace. 
Limitations and Recommendations for Future Research 
One of the limitations of this study is that its sample is not representative of workers 
across all occupations and in all organizations. Therefore, generalizations of these results to 
other populations cannot be assumed. As it was indicated earlier, the present sample consisted 
of custodial workers of a land-grant university. Replicating this study using organizations or 
universities with other occupations would be desirable. When replicating this study, it is 
recommended to increase the sample size. 
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Another potential limitaticn of the study is the use of data that is obtained through 
self-reporting instrument; the results may not represent actual behavior. It was a study of 
perceptions of behavioral norms and shared values and its impacts on custodians' 
organizational commitment. Further studies should consider obtaining data through 
observations of actual behaviors and to consider obtaining measures of organizational 
commitment rather than custodians' perceptions and feelings. This can provide better 
information on the impacts of behavioral norms and shared values on custodians' 
organizational commitment. 
Further study is needed to measure the perceptions about behavioral norms and shared 
values among workers in other departments of the organization and compare it with this study 
to find out if other workers in other departments have similar perceptions of behavioral norms 
and shared values at their workplace. This could be an indication of a strong culture that is 
existing in this organization. Do workers in other departments feel the same way about norms 
and values, and what impact does this have on organizational commitment? And, if it is found 
that they do not share the same or sknilar perceptions, why not? And what causes the 
diflFerence? fs management style a factor in that? 
Another study is recommended among custodians in other departments and 
particularly the group that is experiencing a self-directed team concept to find out if this 
concept impacts their perceptions about norms and values and its effects on organizational 
commitment. It would be interesting to find out if a self-directed team concept would improve 
custodians' perceptions of norms and values which might improve organizational 
commitment. 
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APPENDIX A. SURVEY INSTRUMENT AND COVER LETTER 
SURVEY INSTRUCTIONS 
This survey is designed to collect information about your organization and about how 
people work together, how they view their workplace environment. It is important that you 
answer each question and respond to each statement as openly and as candidly as possible. 
Because this is not a test, then there are no right or wrong answers. Your participation 
in this survey is voluntary'. Information collected from this survey will be used in strict 
confidence and for research purposes only, and has no impact on your employment with this 
organization. 
Please do not write your name on any material related to this survey, this will ensure 
complete confidentiality. 
In this survey, the following terms are defined as follows: 
ORGANIZATION: The department that employs you. 
WORK GROUP: All the people who report to the same supervisor, or all the people who 
work in your same group. 
This survey consists of FOUR parts. We appreciate your cooperation. 
PARTI. DEMOGRAPfflCINFORMATION 
Please answer each of the following questions by circling one of the letters next to 
each question. 
1. You are: 
a. Female 
b. Male 
2. Your age group: 
a. less than 25 years old. 
b. 25-35 years old. 
c. 35-45 years old. 
d. 45-55 years old. 
e. Over 55 years old. 
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3. How long have you been working for tiiis organization? 
years, months 
4. How much formal education have you had? 
a. no formal education. 
b. some grade school 
c. completed grade school 
d. some high school 
e. completed high school 
f. some college or other school 
g. completed college 
h. I am still in school: high school college 
5. Name your place of work; 
PARTn 
Every organization has its own "ru/es of the game" that every member is to follow 
them. These rules are called "norms", which are seldom written down or openly discussed. 
This survey is designed to enable you to identify the norms that are operating in your 
organization. You may not agree with the usefulness of these norms, nor do you always 
follow them, but they do influence what goes on in your organization. 
The following are 28 pairs of norms, for each pair, please circle the "A" or "B" which 
BEST describes the actual norm in your organization. This may be quite different from how 
YOU behave, or haw YOU would like to behave in your organization or workplace. 
It is important that you choose either "A" or "B" answer. 
1 .A Put down the work of other groups. 






3 .A. Don't socialize with your work group. 
B. Socialize with your work group. 
4.A. Dress as you like. 
B. Dress in the accepted manner. 
5.A. Share information to help other groups. 
B. Share information with other groups only when it benefits your own work 
group. 
6. A. Keep things the same. 
B. Make changes. 
7.A. Nfixing friendships with business is fine. 
B. Don't mix fiiendships with business 
8. A. Don't go outside the regular lines of communication. 
B. Feel free to communicate with anyone. 
9.A. Don't divide and assign the work fairly. 
B. Divide and assign the work fairly. 
10.A. Try new ways of doing things. 
B. Don't rock the boat. 
11 .A. Don't develop fiiendships with your co-workers. 
B. Develop fiiendships with your co-workers. 
12. A. Use your own judgment in following rules and regulations. 
B. Comply with all rules and regulations. 
13 .A Complete all tasks in the best possible way. 
B. Do as little as necessary to get by. 
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14.A. Dont try to change. 
B. Always try to improve. 
15 .A. Encourage socializing on the job. 
B. Discourage socializing on the job. 
16.A. Please the organization. 
B. Do what pleases you. 
17.A. Share information only when it benefits you. 
B. Share information to help the organization make better decisions. 
18.A. Help others put new ideas into practice. 
B. Resist putting new ideas into practice. 
19.A. Don't bother getting to know the people in your work group. 
B. Get to know the people in your work group. 
20. A. Express your personal preferences on the job. 
B. Keep your personal preferences to yourself. 
21 .A. Help others complete their tasks. 
B. Concentrate only on your own tasks. 
22.A. Resist taking on new tasks. 
B. Be willing to take on new tasks. 
23 .A Participate in social activities with others in your organization. 
B. Don't participate in social activities with others in your organization. 
24. A Live for your job or career. 
B. Live for yourself or your family. 
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25.A. Compete with other work groups. 
B. Cooperate with other work groups. 
26.A. Encourage new ideas. 
B. Discourage new ideas. 
27.A. Don't socialize with those in other work groups. 
B. Socialize with those in other work groups. 
28 .A. Believe in your own values. 
B. Believe in the organization's values. 
PARXm 
The following statements represent some values that your organization may have. 
Please circle one of the mmibers below each statement that truly represent the way j/ow see 
things or the wayj/oi/ feel about them. If you do not find the exact answer that fits your need, 
use the closest one to it. 
1 2 3 4 5 
None Little Some Much Very Much 
1. The Residence department has a real interest in the welfare and over-all satisfaction of 
those who work here. 
(1) (2) (3) (4) (5) 
2. The department tries to improve working conditions. 
(1) (2) (3) (4) (5) 
3. Work activities are sensibly organized in this department. 
(1) (2) (3) (4) (5) 
4. People above me are receptive to my ideas and suggestions. 
(1) (2) (3) (4) (5) 
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5.1 am always told what I need to know to do my job in the best possible way. 
(1) (2) (3) (4) (5) 
6. My work group get adequate information about what is going on in other departments. 
(1) (2) (3) (4) (5) 
7. Decisions are made at the right levels in this department. 
(1) (2) (3) (4) (5) 
8. The persons aflfected by decisions are asked for their ideas. 
(1) (2) (3) (4) (5) 
9.1 feel that employees who make decisions have access to the necessary information from all 
levels of the department. 
(1) (2) (3) (4) (5) 
10. The department generally quick to use improved work methods. 
(1) (2) (3) (4) (5) 
11. The department have goals and objectives that are both clear-cut and reasonable. 
(1) (2) (3) (4) (5) 
12. There are things about working here (practices, people, or conditions) that encourage me 
to work hard. 
(1) (2) (3) (4) (5) 
13. Supervisors have influence on what goes on in my department. 
(1) (2) (3) (4) (5) 
14. Middle managers have influence on what goes on in my department. 
(I) (2) (3) (4) (5) 
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15. Top management have influence on what goes on in my department. 
(1) (2) (3) (4) (5) 
16. When I need help I endlessly referred from person to person. 
(1) (2) (3) (4) (5) 
17.1 have to go through a lot of "red tape" to get things done. 
(I) (2) (3) (4) (5) 
18.1 get hemmed in by long-standing rules and regulations that no one seems to be able to 
explain. 
(1) (2) (3) (4) (5) 
19. Different departments plan together and coordinate their efforts. 
(1) (2) (3) (4) (5) 
20. My department receive cooperation and assistance from other departments. 
(1) (2) (3) (4) (5) 
21. Problems between departments are resolved effectively. 
(1) (2) (3) (4) (5) 
22.1 enjoy performing the actual day-to-day activities that make up my job. 
(1) (2) (3) (4) (5) 
23. My job let me do a number of different things. 
(1) (2) (3) (4) (5) 
24. My job let me learn new things and new skills. 
(1) (2) (3) (4) (5) 
25. My job let me use my skills and abilities and do the things I can do best. 
(1) (2) (3) (4) (5) 
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26. Doing my job well will lead to things like recognition and respect. 
(1) (2) (3) (4) (5) 
27. My job provide good chances for getting ahead. 
(1) (2) (3) (4) (5) 
28. My performance is adequately recognized and rewarded. 
(1) (2) (3) (4) (5) 
29.1 am clear about what people expect me to do on my job. 
(1) (2) (3) (4) (5) 
30. There are times when one person wants me to do one thing and someone else wants me to 
do something different. 
(1) (2) (3) (4) (5) 
31. People expect too much from me on my job. 
(1) (2) (3) (4) (5) 
32. My boss is friendly and easy to approach. 
(1) (2) (3) (4) (5) 
33. My boss pay attention to what I say when I talk to him or her. 
(1) (2) (3) (4) (5) 
34. My boss is willing to listen to my work-related problems. 
(1) (2) (3) (4) (5) 
35. My boss encourages persons who work in the group to work as a team. 
(1) (2) (3) (4) (5) 
36. My boss encourages people who work in the group to exchange opinions and ideas. 
(1) (2) (3) (4) (5) 
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37. My boss encourages people to give their best efforts. 
(1) (2) (3) (4) (5) 
38. My boss maintains high standards of performance in the group. 
(1) (2) (3) (4) (5) 
39. My boss provides help, training, and guidance so that I can improve my performance. 
(1) (2) (3) (4) (5) 
40. My boss provides the help I need so that I can schedule work ahead of time. 
(0 (2) (3) (4) (5) 
41. My boss offers new ideas for solving job related problems. 
(1) (2) (3) (4) (5) 
42. The persons in my work group are friendly and easy to approach. 
(1) (2) (3) (4) (5) 
43. The persons in my group pay attention to what I say to them. 
(1) (2) (3) (4) (5) 
44. The persons in my work group are willing to listen to my work related problems. 
(1) (2) (3) (4) (5) 
45. The persons in my work group encourage each other to work as a team. 
(1) (2) (3) (4) (5) 
46. The persons in my work group emphasize a team goal. 
(I) (2) (3) (4) (5) 
47. The persons in my work group exchange opinions and ideas. 
(1) (2) (3) (4) (5) 
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48. The persons in my work group encourage each other to give then* best effort. 
(1) (2) (3) (4) (5) 
49. The persons in my work group maintain high standards of performance. 
(1) (2) (3) (4) (5) 
50. The persons in my work group help me find ways to do a better job. 
(1) (2) (3) (4) (5) 
51. The persons in my work group provide the information or help that I need to plan ahead 
of time. 
(1) (2) (3) (4) (5) 
52. The persons in my work group offer new ideas for solving work-related problems. 
(I) (2) (3) (4) (5) 
PART IV 
The following statements represent possible feelings that you may have about the 
organization for which you work. Please indicate how you feel about each statement by 
circling one of the numbers below each statement. If you do not find the exact answer that fits 
your need, use the closest one to it. 
Strongly Disagree 1 
Moderately Disagree 2 
Slightly Disagree 3 
Slightly Agree 4 
Moderately Agree 5 
Strongly Agree 6 
Neither Disagree nor Agree 9 
1.1 am willing to put in a great deal of effort beyond that normally expected in order to help 
the Residence department be successful. 
(1) (2) (3) (4) (5) (6) (9) 
I l l  
2.1 talk up the Residence department to my friends as a great organization to work for. 
(1) (2) (3) (4) (5) (6) (9) 
3.1 would accept ahnost any type of job assignment in order to keep working for this 
department. 
(1) (2) (3) (4) (5) (6) (9) 
4.1 find that my values and the department's values are very similar. 
(1) (2) (3) (4) (5) (6) (9) 
5.1 am proud to tell others that I am part of the Residence department. 
(1) (2) (3) (4) (5) (6) (9) 
6.1 could just as well be working for a different organization as long as the type of work was 
similar 
(1) (2) (3) (4) (5) (6) (9) 
7. The Residence department really inspires the very best in me in the way of job performance. 
(1) (2) (3) (4) (5) (6) (9) 
8. It would take very little change in my present circumstances to cause me to leave this 
organization. 
(1) (2) (3) (4) (5) (6) (9) 
9.1 am extremely glad that I chose the Residence department to work for over others I was 
considering at the time I joined. 
(1) (2) (3) (4) (5) (6) (9) 
10. There's not too much to be gained by sticking with this department indefinitely. 
(1) (2) (3) (4) (5) (6) (9) 
11.1 feel very little loyalty to the Residence department. 
(1) (2) (3) (4) (5) (6) (9) 
112 
12. Often, I find it difBcult to agree with this department's policies on important matters 
relating to its employees. 
(1) (2) (3) (4) (5) (6) (9) 
13.1 really care about the fate of the Residence department. 
(1) (2) (3) (4) (5) (6) (9) 
14. For me this is the best of all possible organizations for which to work. 
(1) (2) (3) (4) (5) (6) (9) 
15. Deciding to work for this department was a definite mistake on my part. 
(1) (2) (3) (4) (5) (6) (9) 
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COVER LETTER 
June 21, 1996 
Dear Participant, 
As part of ray doctoral program at Iowa State University, I 
ara designing a study to exeunine the effects of 
organizational subcultures on the custodians' shared values, 
behavioral norms, and organizational commitment. I believe 
that specific feedback on these issues can improve the 
working environment and enhance the effectiveness of the 
organization. 
Therefore, I would like your cooperation in answering all 
the questions on the attached survey honestly and 
thoughtfully. Although your participation is completely 
voluntary and you may decide not to participate at any time, 
your response is greatly appreciated and is vital to the 
success of the study. The responses you provide are 
confidential and will only be used for research that I am 
conducting for my dissertation. All opinions will be 
report:ed anonymously. No individual's name or einy other 
identifying information will be used in cmy presentation of 
the findings. 
Would you please complete the questionnaire and place it in 
the envelope provided. 






APPENDIX B. MEANS, STANDARD DEVIATIONS, AND 
PERCENTAGES RELATED TO ORGANIZATIONAL CULTURE 
AND ORGANIZATIONAL COMMITMENT 
Table B1. Means and standard deviations of custodial groups perceptions about behavioral 























1. Task Support 
support the work of other 
groups 




















divide and assign the work fairly 














share information to help the 
organization make better 
decisions 
.82 .39 .88 .33 .86 .36 
help others complete their tasks 














2. Task Innovation 4.67 2.69 5.13 2.19 5.07 2.27 
encourage creativity .71 .47 /82 .39 .64 .49 
make changes .44 .51 .56 .51 .71 .46 
try new ways of doing things .65 .49 .61 .50 .68 .48 
always try to improve .69 .48 .83 .38 .75 .44 
help others put new ideas into 
practice 
.77 .44 .65 .49 .82 .39 
be willing to take on new tasks .77 .44 .61 .50 .74 .45 
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encourage new ideas .82 .39 .83 .38 .71 .46 
3. Social Relationships 5.38 1.93 4.86 2.54 5.44 1.87 
socialize with your work group .63 .50 .72 .46 .86 .36 
mixing friendship with business 
is fine 
.77 .44 .63 .50 .79 .42 
develop friendships with your 
co-workers 
.71 .47 .89 .32 .86 .36 
encourage socializing on the job .77 .44 .71 .47 .70 .47 
get to know people in your 
work group 
.94 .24 .78 .43 .89 .32 
4. Personal Freedom 4.53 1.28 3.80 1.21 4.26 1.35 
dress as you like .59 .51 .50 .51 .30 .47 
feel free to communicate with 
anyone 
.77 .44 .63 .50 .86 .36 
use your own judgment in 
following rules & regulations 
.53 .51 .22 .43 .46 .51 
do what pleases you .29 .47 .22 .43 .30 .47 
express your personal 
preferences on the job 
.59 .51 .56 .51 .63 .49 
live for yourself or your family 1 0 .94 .24 .85 .36 
believe in your own values .77 .44 .88 .34 .86 .36 
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Table B2. Percentages of respondents who feel that these behavioral norms are practiced at 
their workplace. 
Behavioral Norms 
1. Task Support: 
support the work of other groups 
share information to help other groups 
divide and assign the work fairly 
complete tasks in the best possible way 
share information to help the 
organization make better decisions 
help others complete their tasks 




try new ways of doing things 
always try to improve 
help others put new ideas into practice 
be willing to take on new tasks 
encourage new ideas 
3. Social Relationships: 
socialize with your work group 
mixing friendship with business is fine 
develop Mendships with your co­
workers 
encourage socializing on the job 
get to know people in your work 
group 
participate in social activities with 
Group 1 Group 2 Group 3 
% % % 
47 44 68 
71 S3 61 
77 50 61 
71 89 86 
82 83 86 
59 78 79 
65 56 82 
71 78 64 
41 56 71 
65 61 68 
65 83 75 
77 61 82 
77 61 71 
82 83 71 
59 72 86 
77 56 79 
71 89 86 
77 67 68 
94 78 89 
82 50 71 
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others in your organization 
socialize with those in other work 
groups 
4. Personal Freedom 
dress as you like 
feel free to communicate with anyone 
use your own judgment in following 
rules & regulations 
do what pleases you 
express your personal preferences on 
the job 
live for yourself or your family 
believe in your own values 
77 61 64 
59 50 29 
77 56 86 
53 22 46 
29 22 29 
59 56 61 
100 94 82 
77 78 86 
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Table B3. Means and standard deviations of custodial groups perceptions of shared values at 
their workplace 





















1. Organizational Climate: 2.77 .61 2.61 .45 3.03 .68 
a. Organization of Work: 2.63 .73 2.37 .56 2.96 .79 
work activities sensibly 2.41 1.12 2.50 .71 2.93 .90 
organized 
department uses improved work 
methods 
2.71 .77 2.00 .77 3.00 .98 
department has clear-cut 
reasonable goals and objectives 
2.77 .97 2.61 .78 2.96 .88 
b. Decision-Making Practices: 2.50 1.03 2.19 .83 2.55 .97 
persons affected by decisions are 
asked for their ideas 
2.06 1.00 2.22 .94 2.36 1.06 
employees who make decisions 
have access to information 
2.88 1.32 2.17 .79 2.75 1.01 
c. Communication Flow: 2.34 .82 2.36 .69 2.73 .86 
people above me receptive to 
my ideas 
2.00 .94 2.50 .99 2.86 .97 
I get information to do my job 
right 
2.94 1.09 2.72 1.02 2.71 .98 
work groups get adequate 
information 
2.00 1.28 2.22 .81 2.64 1.13 
decisions are made at the right 
level 
2.41 .94 2.00 .84 2.71 1.05 
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d. Concern for People: 2.69 .68 2.69 .74 3.24 .94 
department has real interest in 
the welfare & satisfaction of its 
employees 
2.71 .69 2.67 .91 3.25 1.18 
department tries to improve 
working conditions 
2.71 .85 2.72 .75 3.39 I.IO 
encouraged to work hard by the 
practices and policies of 
organization 
2.65 1.00 2.67 1.03 3.07 .86 
e. Influence and Control; 3.31 .69 3.59 .69 3.73 .93 
supervisors have influence 3.12 .1.11 3.22 1.17 3.71 1.05 
middle managers have influence 3.11 .78 3.72 .90 3.46 1.11 
top managers have influence 3.71 .92 3.83 1.30 4.00 1.19 
f Absence of Bureaucracy; 3.31 .92 2.70 .77 3.03 1.03 
referred from person to person 
when need help 
3.41 1.12 3.00 1.03 2.86 1.27 
go through "red tape" to get 
things done 
3.35 1.22 2.67 .97 3.07 1.12 
get hemmed by rules and 
regulations 
3.18 1.07 2.44 .98 3.19 1.24 
g. Coordination; 2.71 .95 2.33 .62 2.88 .77 
different departments plan 
together 
2.71 1.05 2.39 1.04 2.64 1.03 
department receives cooperation 
& assistance from other 
departments 
2.59 1.33 2.18 .88 2.89 .70 
problems between departments 
are solved effectively 
2.81 .98 2.39 .85 2.96 .85 
. Job Design: 3.04 .71 2.81 .75 3.26 .67 
a. Job Challenge; 3.27 1.03 2.99 1.22 3.41 .78 
enjoy performing daily job 3.50 1.41 3.28 1.45 3.70 1.17 
job let me do different things 3.50 1.06 3.33 1.33 3.43 .84 
job let me learn new things 2.88 1.20 2.61 1.42 2.93 .96 
job let me use my skills and 
abilities 
3.19 1.17 2.72 1.18 3.46 1.00 
b. Job Rewards: 2.40 1.05 2.17 .73 2.93 .94 
job provide chances for 
advancement 
2.81 1.28 2.44 1.25 3.36 1.39 
performance is recognized and 
rewarded 
2.00 1.03 1.67 .69 2.39 1.13 
performing job well leads to 
respect 
2.38 1.31 2.39 1.04 3.04 1.04 
c. Job Clarity: 3.38 1.01 3.20 .72 3.42 .69 
clear about what expected from 
me 
3.75 1.24 3.67 .84 4.00 1.00 
one person wants me to do 
one thing and someone else 
wants me to do something 
different 
3.00 1.51 2.65 1.12 2.64 1.19 
people expect too much from 
me onjob 
3.38 1.15 3.28 1.07 3.61 1.20 
Supervisory Leadership: 3.28 1.08 3.68 .78 3.27 .78 
a. Supervisory Support: 3.74 1.07 4.09 .90 3.44 1.03 
boss is friendly 3.94 1.06 4.28 .83 3.75 1.08 
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boss pay attention 3.75 1.24 4.00 1.03 3.25 1.21 
boss is willing to listen 3.53 1.30 4.00 1.03 3.32 1.16 
b. Supervisory Team Building: 3.44 1.32 3.64 .92 3.38 1.03 
boss encourages team work 3.56 1.37 3.83 1.04 3.57 1.07 
boss encourages exchange ideas 3.31 1.40 3.44 .98 3.18 1.09 
c. Supervisory Goal Emphasis: 3.22 1.40 3.69 .84 3.57 1.03 
boss encourages best efforts 3.47 1.55 3.83 .86 3.71 1.08 
boss maintains high standard of 
performance 
3.00 1.41 3.56 1.04 3.43 1.10 
d. Supervisory Work Facilitation: 2.75 1.36 3.28 .88 2.82 .88 
boss provides help, training & 
guidance 
2.75 1.48 3.56 1.10 2.89 1.07 
boss provides help in work 
schedule 
2.69 1.45 3.22 1.06 2.71 1.01 
boss offers new ideas 2.81 1.38 3.06 1.00 2.86 1.01 
Peer Leadership: 2.84 1.00 2.80 .90 3.09 .91 
a. Peer Support: 3.12 1.01 2.91 .91 3.23 .86 
peers are friendly 3.41 1.12 3.00 .91 3.68 1.02 
peers pay attention 2.94 1.09 2.89 .96 3.00 1.05 
peers listen 3.00 1.06 2.83 1.10 3.00 .98 
b. Peer Team Building: 2.88 1.09 2.70 1.04 3.11 1.00 
peers encourage team work 2.88 1.22 2.61 1.20 3.11 1.10 
peers emphasize team goal 2.71 1.16 2.56 .98 3.14 1.08 
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peers exchange opinions and 
ideas 
3.06 1.03 2.94 1.11 3.07 1.27 
c. Peer Goal Emphasis; 2.65 1.16 2.89 .85 3.20 1.08 
peers encourage best efforts 2.77 1.25 2.67 1.03 3.14 1.15 
peers maintain high standard of 
performance 
2.53 1.18 3.11 .83 3.26 1.16 
d. Peer Work Facilitation; 2.63 1.14 2.72 1.04 2.84 1.05 
peers help me do better job 2.71 1.16 2.78 1.11 2.86 1.21 
peers provide information 2.71 1.21 2.67 1.09 2.93 1.18 
peers offer new ideas to solve 2.47 1.36 2.77 1.15 2.70 .99 
problems 
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Table B4. Percentages of respondents who feel that these shared values are practiced at their 
workplace. 






1. Organizational Climate; 18 22 57 
a) Organization of Work: 
work activities sensibly organized 28 0 18 
department uses improved work methods 12 0 21 
department has clear-cut reasonable goals 
and objectives 
18 6 22 
b) Decision-Making Practices: 
persons affected by decisions are asked for 
their ideas 
12 6 11 
employees who make decisions have access 
to information 
35 0 25 
c) Communication Flow; 
people above me receptive to my ideas 12 11 18 
I get information to do my job right 35 17 11 
work groups get adequate information 18 0 21 
decisions are made at the right level 12 0 18 
d) Concern for People: 
department has real interest in the welfare & 
satisfaction of its employees 
12 11 36 
department tries to improve working 
conditions 
17 11 43 
encouraged to work hard by the practices 
and policies of organization 
24 22 25 
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35 39 61 
24 67 50 
65 61 75 
e) Influence and Control: 
supervisors have influence 
middle managers have influence 
top managers have influence 
f) Absence of Bureaucracy: 
referred fi^om person to person when need 24 22 29 
help 
go through "red tape" to get things done 24 33 21 
get hemmed by rules and regulations 24 56 25 
g) Coordination; 
different departments plan together 53 11 14 
department receives cooperation & 
assistance from other departments 
24 0 11 
problems between departments are solved 
effectively 
12 6 25 
Job Design; 65 45 61 
a) Job Challenge: 
enjoy performing daily job 59 45 61 
job let me do different things 59 39 43 
job let me learn new things 35 22 29 
job let me use my skills and abilities 47 17 39 
b) Job Rewards; 
job provide chances for advancement 6 0 18 
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performance is recognized and rewarded 24 11 21 
performing job well leads to respect 35 22 54 
c) Job Clarity: 
clear about what expected from me 65 56 68 
one person wants me to do one thing and 
someone else wants me to do something 
diJQferent 
42 45 39 
people expect too much from me on job 18 17 14 
Supervisory Leadership: 71 84 68 
a) Supervisory Support: 
boss is friendly 53 78 57 
boss pay attention 65 72 39 
boss is willing to listen 41 78 43 
b) Supervisory Team Building: 
boss encourages team work 47 67 64 
boss encourages exchange ideas 35 45 36 
c) Supervisory Goal Emphasis: 
boss encourages best efforts 53 67 68 
boss maintains high standard of performance 35 50 54 
d) Supervisory Work Facilitation: 
boss provides help, training & guidance 24 50 32 
boss provides help in work schedule 1 24 28 18 
boss offers new ideas 29 28 18 
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4. Peer Leadership: 53 45 
a) Peer Support: 
peers are friendly 53 22 
peers pay attention 29 22 
peers listen 29 22 
b) Peer Team Building: 
peers encourage team work 29 22 
peers emphasize team goal 24 11 
peers exchange opinions and ideas 35 33 
c) Peer Goal Emphasis: 
peers encourage best efforts 29 17 
peers maintain high standard of performance 24 22 
d) Peer Work Facilitation: 
peers help me do better job 24 17 
peers provide information 24 17 














Table B5. Means and standard deviations of custodians' feelings about commitment to the 
organization. 
Organizational Commitment Group Group Group Group Group Group 
1 1 2 2 3 3 
N=17 N=18 N=28 
Mean S.D. Mean S.D. Mean S.D. 
1 .Intent to Stay; 4.04 1.26 3.45 .87 3.98 1.14 
like to work for difiFerent 
organization 
3.91 1.82 3.47 1.23 4.00 1.69 
little change in circumstances 
will leave 
3.88 1.85 3.25 1.56 4.13 1.90 
not too much to gain by staying 3.91 1.82 3.28 1.45 3.45 1.77 
feel very little loyalty to 
organization 
3.88 1.61 3.03 1.54 3.63 2.00 
working for organization was a 
mistake 
4.53 1.41 4.22 1.77 4.70 1.67 
2.Motive to Perform; 3.70 1.48 3.78 1.20 4.74 1.11 
willing to put great effort 4.32 1.38 4.50 1.30 4.93 1.23 
talk up the organization 3.53 1.94 3.92 1.56 4.70 1.51 
accept any assignment 4.12 1.52 3.83 1.89 4.70 1.62 
organization inspires 
performance 
3.06 1.75 3.44 1.54 4.50 1.57 
best organization ever worked 
for 
3.47 1.87 3.22 1.66 4.80 1.42 
3.Value Agreement With 
Organization 
4.94 .84 4.71 .86 5.39 1.02 
personal values and 
organization's values are similar 
3.29 1.90 3.83 1.62 3.36 1.74 
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proud to be part of this 
organization 
extremely glad to work here 
difiBcult to agree with 
organization's policies 
really care about the fate of the 
organiTation 
4.12 1.79 4.00 
4.53 1.54 3.94 
3.82 1.46 2.67 
4.44 1.24 3.97 
1.46 4.91 1.52 
1.50 5.00 1.35 
1.33 3.59 1.85 
1.65 5.11 1.49 
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Table B6. Percentages of respondents who agree with these statements 
Organizational Commitment Group 1 Group 2 Group 3 
% % % 
1 .Intent to Stay: 
like to work for different organization 35 44 32 
little change in circumstances will leave 41 50 32 
not too much to gain by staying 41 56 39 
feel very little loyalty to organization 41 67 39 
working for organization was a mistake 18 39 14 
2. Motive to Perform: 
willing to put great effort 71 83 86 
talk up the organization 47 56 75 
accept any assignment 59 56 79 
organization inspires performance 41 39 75 
best organization ever worked for 35 39 64 
3. Value Agreement With Organization: 
personal values and organization's 41 67 71 
values are similar 
proud to be part of this organization 65 72 79 
extremely glad to work here 71 56 75 
difficult to agree with organization's 35 78 47 
policies 
really care about the fate of the 65 72 79 
organization 
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Table B7. Pearson correlation coefficients for the relationships between behavioral norms 
and organizational commitment for custodial group 1 
Intent to Stay Motive to Perform Value Agreement 
Task Support O.IO 0.30 0.49 
p=0.73 p=0.30 p=0.07 
n=14 n=i4 n=14 
Task Innovation 0.18 0.12 0.43 
p=0.53 p=0.66 p=.ll 
n=15 n=l5 n=l5 
Social Relationship -0.20 0.38 0.40 
p=0.45 p=0.15 p=0.13 
n=16 n=16 n=16 
Personal Freedom 0.12 0.17 0.58 
p=0.63 p=0.52 p=0.01 
n=17 n=17 n=17 
Table B8. Pearson correlation coefficients for the relationships between behavioral norms 
and organizational commitment for custodial group 2 
Intent to Stay Motive to Perform Value Agreement 
Task Support 0.34 0.28 0.20 
p=0.20 p=0.30 p=0.45 
n=16 n=16 n=16 
Task Innovation 0.54 0.49 0.23 
p=0.03 p=0.05 p=0.40 
n=l6 n=16 n=16 
Social Relationship 0.60 0.38 0.28 
p=0.02 p=0.18 p=0.33 
n=14 n=14 n=14 
Personal Freedom 0.26 0.00 -0.42 
p=0.35 p=1.00 p=0.12 
n=l4 n=14 n=15 
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Table B9. Pearson correlation coeflBcients for the relationships between behavioral norms 
and organizational commitment for custodial group 3 
Intent to Stay Motive to Perform Value Agreement 
Task Support 0.32 0.70 0.71 
p=0.10 p=0.001 p=0.001 
n=28 n=28 n=28 
Task Imovation 0.15 0.44 0.54 
p=0.47 p=0.02 p=0.001 
n=27 n=27 n=27 
Social Relationship 0.31 0.62 0.76 
p=0.12 p=0.001 p=0.000 
n=27 n=27 n=27 
Personal Freedom 0.32 0.00 0.18 
p=0.l0 p=1.00 p=0.36 
n=27 n=27 n=27 
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Table BIO. Pearson correlation coeflBcients for the relationships between shared values and 
organizational commitment for all the three groups 
Intent to Stay Motive to Perform Value Agreement 
. Organizational Climate: 0.26 0.55 0.68 
p=0.04 p=00 p=00 
n=63 n=62 n=63 
a) Organization of 0.16 0.52 0.66 
Work p=0.20 p=000 o o o II 
n=63 n=63 n=63 
b) Decision Making 0.15 0.43 0.54 
Practices p=0.23 p=000 p=000 
n=63 n=63 n=63 
c) Communication 0.19 0.46 0.54 
Flow p=0.l3 p=000 p=000 
n=63 n=63 n=63 
d) Concern for People 0.22 0.74 0.68 
p=0.08 p—000 p=000 
n=63 n=63 n=63 
e) Influence and 0.26 0.30 0.36 
Control p=0.04 p=0.02 p=0.004 
n=63 n=63 n=63 
f) Absence of 0.22 0.11 0.30 
Bureaucracy p=0.08 p=0.40 p=0.02 
n=63 n=63 n=63 
g) Coordination 0.09 0.33 0.51 
p=0.48 p=0.01 p=000 
n=63 n=63 n=63 
Job Design: 0.27 0.57 0.60 
p=0.03 p=00 p=00 
n=62 n=62 n=62 
a) Job Challenge 0.30 0.46 0.53 
p=0.02 p=000 p=000 
n=63 n=62 n=62 
b) Job Reward 0.15 0.64 0.64 
p=0.26 p=000 p=000 
n=62 n=62 n=62 
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c) Job Clarity 0.15 0.16 0.17 
p=0.25 p=0.21 p=0.18 
n=62 n=62 n=62 
Supervisory Leadership: 0.04 0.17 0.33 
p=0.78 p=0.19 p=0.01 
n=62 n=62 n=62 
a) Supervisory -O.ll 0.05 0.15 
Support p=0.36 p=0.69 p=0.26 
n=62 n=62 n=62 
b) Supervisory Team 0.00 0.16 0.36 
Building p=0.99 p=0.21 p=0.004 
n=62 n=62 n=62 
c) Supervisory Goal 0.06 0.23 0.38 
Emphasis p=0.64 p=0.07 p=0.003 
n=62 n=62 n=62 
d) Supervisory Work 0.17 0.15 0.27 
Facilitation p=0.18 p=0.24 p=0.03 
n=62 n=62 n=62 
Peer Leadership; 0.07 0.36 0.36 
p=0.57 p=0.00 p=0.00 
n=63 n=63 n=63 
a) Peer Support 0.10 0.38 0.31 
p=0.46 p=0.002 p=0.01 
n=63 n=63 n=63 
b) Peer Team 0.10 0.29 0.37 
Building p=0.45 p=0.02 p=0.003 
n=63 n=63 n=63 
c) Peer Goal 0.03 0.38 0.34 
Emphasis p=0.80 p=0.002 p=0.006 
n=63 n=63 n=63 
d) Peer Work 0.03 0.30 0.31 
Facilitation p=0.80 p=0.02 p=0.01 
n=63 n=63 n=63 
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Table B11. Pearson correlation coeflBcients for the relationships between shared values and 
organizational commitment for custodial group 1 
Intent to Stay Motive to Perform Value Agreement 
1. Organizational Climate; 0.39 0.29 0.80 
p=0.12 p=.26 p=00 
n=17 n=17 n=17 
a) Organization of 0.28 0.33 0.74 
Work p=0.28 p=0.19 p=0.00l 
n=17 n=17 n=17 
b) Decision Making 0.43 0.40 0.66 
Practices p=0.09 p=0.11 p=0.004 
n=17 n=17 n=17 
c) Cotmnunication 0.32 0.27 0.64 
Flow p=0.21 p=0.29 p=0.006 
n=17 n=17 n=17 
d) Concern for People 0.35 0.76 0.65 
p=0.18 p=0.000 p=0.005 
n=17 n=17 n=17 
e) Influence and 0.40 -0.09 0.42 
Control p=0.11 p=0.73 p=0.10 
n=17 n=17 n=17 
f) Absence of 0.35 -0.14 0.43 
Bureaucracy p=0.16 p=0.58 p=0.09 
n=17 n=17 n=17 
g) Coordination -0.03 O.Il 0.61 
p=0.92 p=0.69 p=0.01 
n=17 n=17 n=17 
2. Job Design 0.57 0.42 0.79 
p=0.02 p=0.10 p=00 
n=16 n=16 n=16 
a) Job Challenge 0.52 0.31 0.68 
p=0.04 p=0.24 p=0.004 
n=16 n=16 n=16 
b) Job Reward 0.24 0.63 0.85 
p=0.37 p=0.01 p=0.00 
n=16 n=16 n=16 
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c) Job clarity 0.36 -0.09 0.05 
p=0.17 p=0.72 p=0.85 
n=16 n=16 n=16 
. Supervisory Leadership: 0.32 0.25 0.70 
p=0.23 p=0.36 p=0.00 
n=16 n=16 n=16 
a) Supervisory 0.38 0.14 0.47 
Support p=0.15 p=0.60 p=0.06 
n=16 n=16 n=16 
b) Supervisory Team 0.11 0.15 0.56 
Building p=0.67 p=0.58 p=0.02 
n=16 n=16 n=16 
c) Supervisory Goal 0.09 0.14 0.53 
Emphasis p=0.74 p=0.60 p=0.03 
n=16 n=16 n=16 
d) Supervisory Work 0.40 0.34 0.75 
Facilitation p=0.12 p=0.20 p=0.001 
n=16 n=16 n=16 
Peer Leadership: -0.40 0.28 0.11 
p=0.11 p=0.28 p=0.68 
n=17 n=17 n=17 
a) Peer Support -0.29 0.36 0.09 
p=0.26 p=0.16 p=0.74 
n=17 n=17 n=17 
b) Peer Team -0.38 0.05 0.03 
Building p=0.13 p=0.84 p=0.91 
n=17 n=17 n=17 
c) Peer Goal -0.48 0.31 0.02 
Emphasis p=0.05 p=0.22 p=0.95 
n=17 n=17 n=17 
d) Peer Work -0.35 0.31 0.24 
Facilitation p=0.17 p=0.22 p=0.35 
n=17 n=17 n=17 
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Table B12. Pearson correlation coeflScients for the relationships between shared values and 
organizational commitment for custodial group 2 
Intent to Stay Motive to Perform Value Agreement 
1. Organizational Climate; 0.62 0.58 0.52 
p=0.00 p=0.01 p=0.03 
n=18 n=I8 n=I8 
a) Organization of 0.63 0.58 0.63 
Work p=0.005 p=0.0I p=0.005 
n=18 n=18 n=18 
b) Decision Making 0.34 0.53 0.54 
Practices p=0.17 p=0.03 p=0.02 
n=I8 n=l8 n=18 
c) Communication 0.57 0.51 0.38 
Flow p=0.01 p=0.03 p=0.12 
n=18 n=18 a=18 
d) Concern for People 0.48 0.78 0.76 
p=0.04 p=0.000 p=0.000 
n=18 n=18 n=18 
e) Influence and 0.21 0.16 •0.12 
Control p=0.41 p=0.52 p=0.63 
n=18 n=18 n=18 
f) Absence of 0.30 -0.23 -0.22 
Bureaucracy p=0.23 p=0.35 p=0.38 
n=18 n=18 a=18 
g) Coordination 0.26 0.37 0.56 
p=0.29 p=0.13 p=0.01 
n=18 n=18 q=18 
2. Job Design; 0.47 0.72 0.56 
p=0.05 p=0.00 p=0.02 
n=I8 n=18 n=18 
a) Job Challenge 0.49 0.60 0.47 
p=0.04 p=0.01 p=0.05 
n=18 n=18 n=18 
b) Job Reward 0.33 0.63 0.53 
p=0.18 p=0.005 p=0.025 
n=18 n=18 n=18 
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c) Job Clarity 0.18 0.49 0.32 
p=0.46 p=0.04 p=0.20 
n=18 n=18 n=l8 
3. Supervisory 0.11 0.09 0.01 
Leadership: p=0.67 p=0.72 p=0.98 
n=l8 n=l8 n=18 
a) Supervisory 0.26 0.16 0.09 
Support p=0.31 p=0.53 p=0.73 
a=18 n=18 n=18 
b) Supervisory Team 0.05 0.05 0.04 
Building p=0.85 p=0.85 p=0.88 
n=18 n=18 n=18 
c) Supervisory Goal 0.13 0.02 0.03 
Emphasis p=0.61 p=0.93 p=0.90 
n=18 n=18 n=18 
d) Supervisory Work -0.06 0.05 -0.08 
Facilitation p=0.81 p=0.83 p=0.75 
n=18 n=18 n=18 
4. Peer Leadership; 0.48 0.24 0.23 
p=0.05 p=0.34 p=0.37 
n=18 n=18 n=18 
a) Peer Support 0.38 0.36 0.23 
p=0.12 p=0.14 p=0.36 
n=18 n=18 n=18 
b) Peer Team 0.49 0.22 0.32 
Building p=0.04 p=0.37 p=0.20 
n=18 n=18 n=18 
c) Peer Goal 0.48 0.11 0.17 
Emphasis p=0.04 p=0.66 p=0.51 
n=18 n=18 n=18 
d) Peer Work 0.43 0.17 0.10 
Facilitation p=0.07 p=0.50 p=0.68 
n=18 n=18 n=I8 
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Table B13. Pearson correlation coefficients for the relationships between shared values and 
organizational commitment for custodial group 3 
Intent to Stay Motive to Perform Value Agreement 
1. Organizational Climate; 0.01 0.66 0.64 
p=0.97 p—00 p—00 
n=28 n=28 n=28 
a) Organization of -0.16 0.54 0.57 
Work p=0.42 p=0.003 p=0.002 
n=28 n=28 n=28 
b) Decision Making -0.18 0.41 0.45 
Practices p=0.36 p=0.03 p=0.02 
n=28 n=28 n=28 
c) Cotnmuiucatioii -0.05 0.48 0.50 
Flow p=0.79 p=0.01 p=0.006 
n=28 n=28 n=28 
d) Concern for People 0.03 0.68 0.60 
p=0.87 p=0.000 p=0.001 
n=28 n=28 n=28 
e) Influence and 0.26 0.52 0.50 
Control p=0.18 p=0.004 p=0.007 
n=28 n=28 n=28 
f) Absence of 0.05 0.49 0.45 
Bureaucracy p=0.81 p=0.008 p=0.018 
a=28 n=28 n=28 
g) Coordination 0.0 0.40 0.35 
p=970. p=0.036 p=0.07 
a=28 n=28 n=28 
2. Job Design; -0.11 0.50 0.48 
p=0.58 p=0.01 p=0.01 
n=28 n=28 n=28 
a) Job Challenge -0.06 0.46 0.48 
p=0.75 p=0.014 p=0.01 
n=28 n=28 n=28 
b) Job Reward -0.09 0.55 0.51 
p=0.63 p=0.002 p=0.005 
n=28 n=28 n=28 
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c) Job Clarity -0.11 0.16 0.13 
p=0.56 p=0.41 p=0.52 
n=28 n=28 n=28 
. Supervisory Leadership: -0.12 0.32 0.47 
p=0.54 p=0.09 p=0.01 
n=28 n=28 n=28 
a) Supervisory -0.49 0.17 0.22 
Support p=0.008 p=0.40 p=0.25 
n=28 n=28 n=28 
b) Supervisory Team -0.06 0.35 0.51 
Building p=0.78 p=0.06 p=0.005 
n=28 n=28 n=28 
c) Supervisory Goal 0.07 0.43 0.53 
Emphasis p=0.73 p=0.02 p=0.004 
n=28 n=28 n=28 
d) Supervisory Work 0.22 0.15 0.31 
Facilitation p=0.27 p=0.45 p=0.11 
n=28 n=28 n=28 
Peer Leadership: 0.18 0.45 0.52 
p=0.35 p=0.02 p=0.00 
n=28 n=28 n=28 
a) Peer Support 0.18 0.39 0.43 
p=0.35 p=0.04 p=0.02 
n=28 n=28 n=28 
b) Peer Team 0.18 0.46 0.52 
Building p=0.36 p=0.01 p=0.004 
n=28 n=28 n=28 
c) Peer Goal 0.21 0.47 0.54 
Emphasis p=0.28 p=0.01 p=0.003 
n=28 n=28 n=28 
d) Peer Work 0.11 0.36 0.45 
Facilitation p=0.58 p=0.06 p=0.015 
n=28 n=28 n=28 
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APPENDIX C. ANALYSIS OF VARIANCE 
RELATED TO ORGANIZATIONAL TENURE 
Table CI. Analysis of variance for "Task Support" among custodial groups with different 
organizational tenure 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 .23 .08 .45 .73 
Within groups 4 .69 .17 
Total 7 ^93 
Table C2. Analysis of variance for "Task Innovation" among custodial groups with different 
organizational tenure 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 .25 .08 .33 .80 
Within groups 4 1.00 .25 
Total 7 L26 
Table C3. Analysis of variance for "Social Relationship" among custodial groups with 
different organizational tenure 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 .28 .09 .72 .59 
Within groups 4 .52 .13 
Total 7 .79 
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Table C4. Analysis of variance for 'Tersonal Freedom" among custodial groups with 
different organizational tenure 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 .07 .02 .52 .69 
WTithin groups 4 .19 .05 
Total 7 le 
Table C5. Analysis of variance for "Organizational Climate" among custodial groups with 
different organizational tenure 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 1.05 .35 1.50 .34 
Within groups 4 .94 .23 
Total 7 r99 
Table C6. Analysis of variance for "Job Design" among custodial groups with different 
organizational tenure 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 2.13 .71 .51 .70 
Within groups 4 5.59 1.40 
Total 7 7.72 
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Table C7. Analysis of variance for "Supervisory Leadership" among custodial groups with 
different organizational tenure 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 5.56 1.85 1.50 .34 
Within groups 4 4.94 1.24 
Total 7 10.50 
Table C8. Analysis of variance for "Peer Leadership" among custodial groups with different 
organizational tenure 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 6.56 2.19 2.37 .21 
Within groups 4 3.69 .92 
Total 7 10.24 
Table C9. Analysis of variance for "Intent to Stay" among custodial groups with different 
organizational tenure 
Source df Sum of Squares Mean Squares F-Ratio F^-Prob. 
Between groups 3 9.60 3.20 4.23 .10 
Within groups 4 3.03 .76 
Total 7 12.63 
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Table CIO. Analysis of variance for "Motive to Perform" among custodial groups with 
different organizational tenure . 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 9.88 3.29 .99 .48 
Within groups 4 13.24 3.31 
Total 7 23.12 
Table C11. Analysis of variance for "Value Agreement with the Organization" among 
custodial groups with different organizational tenure 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 3 4.35 1.45 .74 .58 
Within groups 4 7.81 1.95 
Total 7 12.16 
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APPENDIX D. ANALYSIS OF VARIANCE RELATED TO EDUCATIONAL LEVEL 
T able D1. Analysis of variance for "T ask Support" among custodial groups with different 
educational level 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 6 .29 .05 .59 .74 
Within groups 55 4.56 .08 
Total 61 4^85 
Table D2. Analysis of variance for "Task Innovation" among custodial groups with different 
educational level 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 6 1.05 .18 1.76 .12 
Within groups 55 5.47 .10 
Total 61 6.52 
Table D3. Analysis of variance for "Social Relationship" among custodial groups with 
different educational level 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 6 .49 .08 1.08 .39 
Within groups 55 4.20 .08 
Total 61 4.69 
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Table D4. Analysis of variance for "Personal Freedom" among custodial groups with 
different educational level 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 6 .11 .02 .54 .77 
Within groups 55 1.85 .03 
Total 61 Tie 
Table D5. Analysis of variance for "Organizational Climate" among custodial groups with 
different educational level 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 6 2.93 .49 1.31 .27 
Within groups 55 20.54 .37 
Total 61 23.47 
Table D6. Analysis of variance for "Job Design" among custodial groups with different 
educational level 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 6 3.69 .61 1.22 .31 
Within groups 54 27.16 .50 
Total 60 30.85 
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Table D7. Analysis of variance for "Supervisory Leadership" among custodial groups with 
different educational level 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 6 5.87 .98 1.32 .26 
Within groups 54 39.93 .74 
Total 60 45.80 
Table D8. Analysis of variance for "Peer Leadership" among custodial groups with different 
educational level 
Source Sum of Squares Mean Squares F-Ratio F^Prob. 
Between groups 6 9.31 1.55 1.99 .08 
Within groups 55 42.92 .78 
Total 61 5I23 
Table D9. Analysis of variance for "Intent to Stay" among custodial groups with different 
educational level 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 6 11.49 1.91 1.61 .16 
Within groups 55 65.39 1.19 
Total 61 76.88 
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Table DIO. Analysis of variance for "Motive to Perform" among custodial groups with 
different educational level 
Source df Simi of Squares Mean Squares F-Ratio F-Prob. 
Between groups 6 8.18 1.36 .75 .61 
Within groups 55 99.80 1.81 
Total 61 107.99 
Table D11. Analysis of variance for "Value Agreement with the Organization" among 
custodial groups with different educational level 
Source df Sum of Squares Mean Squares F-Ratio F-Prob. 
Between groups 6 4.94 .82 .88 .51 
Within groups 55 51.19 .93 
Total 61 56.13 
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